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The purpose of the study was to compare decision 
involvement and job satisfaction of teachers in the Atlanta 
League of Professional Schools (ALPS) with teachers in non- 
League schools. Variables were measured using the Decision 
Involvement Analysis (DIA), a detailed questionnaire which 
measured decision making and job satisfaction. 
Surveys were sent to 1,083 teachers in eighteen 
elementary, seven middle, and four high schools. Of the 
1,083 teachers receiving surveys, 545 were returned for a 
response rate of 50 percent. For purposes of analysis and 
comparison, the population was divided into teachers in 
League of Professional Schools and non-League schools. 
Six research questions were analyzed using t tests, 
one-way ANOVA, Pearson r., and stepwise multiple regression 
analysis. Findings indicated: (1) No difference in 
decision involvement in both categories of schools; (2) 
Teachers in both categories of schools were satisfied with 
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their jobs; (3) Elementary teachers were the most involved 
in decision making and most satisfied in their jobs; (4) 
Teachers ages 50-59 were the most satisfied in their jobs; 
(5) Correlations were found for decision involvement and job 
satisfaction in both categories of schools; (6) School type 
(elementary) had the strongest influence on decision 
involvement and job satisfaction in both categories of 
schools. The study concluded with several recommendations 
growing out of the findings. 
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I am convinced that the most urgent task our 
generation now confronts is a crusade to rebuild the 
nation's schools. 
Ernest Boyer (1989) 
The landmark report, A Nation At Risk (National 
Commission on Excellence in Education 1983), prompted a 
flurry of activity in America's schools that has lasted 
until today. It claimed that "a rising tide of mediocrity" 
threatened the very security of the country. The decade of 
the 1980s indeed may have set the stage for the current wave 
of educational restructuring efforts now popular in the 
1990s. Practices termed shared decision making, empower¬ 
ment, decentralization, and school-based management are 
being used as restructuring tools in the war against 
mediocrity (Blase and Kirby 1992). The single, underlying 
purpose of these efforts has been to improve student 
achievement (Miller 1995) . 
Newmann and Wehlage (1995) noted there is no precise 
definition of restructuring; however, the expression implies 
the need for schools to be completely overhauled. Achilles 
(1994) described schools as traditional, bureaucratic insti¬ 
tutions and, historically, the principal has been viewed as 
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the autocratic leader in the power-oriented structure of the 
school. Leadership came from the top down, and the prin¬ 
cipal was seen as the individual who possessed the traits 
that enabled him to influence others in getting the job 
done. The principal has been the one person who provided 
the vision and direction for the organization, gave the 
orders, delegated, directed, and controlled many day-to-day 
functions. 
The autocratic type of leader contrasts the demo¬ 
cratic type of leader. Democratic principals help to cause 
new forms of authority and power that require new abilities 
and perspectives (Newmann and Wehlage 1995) . Glickman 
(1993) and Hoyle (1994) saw initiatives such as shared 
decision making, or the inclusion of teachers in school 
management, as democratic. These modern practices were 
viewed as a radical departure from traditional, bureau¬ 
cratic practices. 
Edmonds (1979) , through his research on effective 
schools, identified several factors that caused schools to 
demonstrate high achievement. Among those factors was 
participation by teachers in the decision-making process, 
and also strong leadership by the principal. A review of 
literature on effective principals by Blase and Kirby (1992) 
noted other research studies that contained similar findings 
by Lipham (1981) Bossert, Dwyer, Rowan, and Lee (1982), 
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Brady (1985), Russell, Mazzarella, White, and Maurer (1985), 
Blumberg and Greenfield (1986) , and Blase (1987) . 
At first glance, there appears a paradox. In one 
regard, reformists have advocated the full involvement of 
teachers in the management of schools. In another, the 
strength of the principal is seen as key to a school's 
success. The question arises, Can the two coexist? Wentz 
(1989) believed they could. He stated: 
The emerging school leader of the '90s will be a 
visionary hero who understands that the role of the 
principal is to create, to facilitate, to encourage, 
to motivate, to manage by participation, to share 
decision-making. 
Conley and Goldman (1994) agreed. They viewed 
facilitative leadership as using power through others, and 
not necessarily over them. In recent years, the teacher 
empowerment movement has spawned new approaches in an 
attempt to address this issue. Many teachers believe that, 
as practitioners, they should be heeded in the task of 
decision making at the school level. After all, they argue, 
teachers are the ones who are with children each day, so 
therefore know what is best for them (Bauer 1992, Liontos 
1994, Lunsford 1995). 
Traditionalists hold to the idea that the principal 
is the one in charge in the school, that teachers should 
take their directions from him and, unless asked for their 
ideas, should just teach. Autocratic principals rationalize 
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that it is their own evaluations with which they must be 
concerned (Blase and Kirby 1992) . 
The idea of shared decision making has proven to 
work in the business sector and has been adopted by the 
educational community within the past decade. Peters and 
Waterman (1983) mentioned several activities that could be 
attributable to the success of high-achieving companies that 
involved the cooperation of workers and management. Several 
key reasons cited were: 
1. Encouraging open and ongoing communication 
between management and labor by encouraging independent 
thinking. 
2. Consistently making employees aware that their 
best efforts were expected and were essential in making a 
quality product. 
3. Being proactive in their approach to doing 
things. 
Hunt (1992) gave a thorough analysis of Total 
Quality Management (TQM) and listed seven principles that 
organizations must have to be successful. The last prin¬ 
ciple he stated was: "Strong management and employee teams 
are geared to solving problems." In schools which use 
shared decision making, teachers would then make up the 
employee team that would help to solve the problems of the 
organization. 
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A method such as quality circles, one of the tools 
used in TQM that incorporates employees’ ideas with those 
of management in the organization, has been hailed as an 
example of a profitable partnership process between manage¬ 
ment and workers. Quality circles is a forerunner of 
various forms of participatory management being practiced 
today. This process will be treated comprehensively in 
Chapter II. 
Educational reformers have views of participatory 
decision making which are similar to those of many modern- 
day business managers. Glickman (1993) suggested that if 
public schools are to be reflective of a true democracy, 
most of the service deliverers (teachers) should have their 
voices heard. He purported that teachers should be involved 
in democratic decision making with the principal to help 
cause the desired educational gains for students. Barth 
(1990) called for schools to improve from within. He viewed 
teachers as collegial, active participants who worked with 
administrators in renewal efforts. 
It was the intent of this study to investigate the 
decision-making styles of elementary, middle, and high 
schools in Atlanta, Georgia. Schools which belonged to the 
Atlanta League of Professional Schools, and some which did 
not, were the focus of the study. 
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Purpose 
The purpose of this study was to investigate the 
decision involvement and level of job satisfaction of 
teachers. Participation in decision making enhances the 
self-esteem of teachers and promotes a greater sense of 
satisfaction in the workplace (Bennett 1990) . This study, 
therefore, was undertaken to determine the validity of this 
assertion. It compared the decision involvement and level 
of job satisfaction of teachers in seven elementary schools, 
four middle schools, and two high schools which belonged to 
the Atlanta League of Professional Schools with eleven 
elementary schools, three middle schools, and two high 
schools which did not belong to the League. 
Background of the Problem 
Glickman (1993) suggested that if the basic aim of 
education is to prepare students to engage productively in a 
democratic society, then our schools should be organized and 
operated according to the principles of democracy. He also 
suggested that teachers, as majority stakeholders, should 
play a significant role in decision making. This includes 
some measure of control over curriculum, staffing, budget¬ 
ing, and evaluation. Toward these ends, Glickman formed the 
Georgia League of Professional Schools (GLPS) in 1990 to 
provide a framework which, as he described: 
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shows teachers, principals, students, parents, 
central office personnel, school boards, and 
community members exactly what they need to do to 
create schools that are purposeful, moral, and 
successful places (front flap). 
The Atlanta League of Professional Schools (ALPS) , 
was an extension of GLPS. The GLPS began with 24 charter 
schools and has since grown to 62. The ALPS was established 
in December of 1993. Initially, the Atlanta chapter began 
with 18 schools and by 1996 grew to 28 schools. 
Founded on the belief that those closest to students 
have the capability to effect school improvement, members of 
the ALPS developed what Glickman (1993) called a "framework 
for renewing schools." This framework is divided into three 
parts: the covenant, the charter, and the critical-study 
process. Together, these components provide a guide for 
school-based work through shared governance, a clear 
instructional focus, and action research. Prior to drawing 
up any of the parts of the three components, there must be 
an 80 percent faculty and staff vote of yea to joining the 
league. 
The Covenant is the document which governs schools 
which belong to ALPS. It refers to the core beliefs of the 
school. It reflects the ideal values that a good school 
should embody as an instrument for preparing students to be 
productive members of our democracy. 
Glickman (1993) listed three guiding rules by which 
governance bodies should abide: 
8 
1. Everyone can be involved in decision making. 
2. No one has to be involved. 
3. Once decisions are made, everyone supports the 
implementation. 
The Charter is the document which contains the rules 
for the composition of the school's governing body. These 
bodies may be known as "school-based councils," "leadership 
teams," "governance councils," "site-based management 
teams," "shared decision-making councils," or a number of 
other names which designate them as democratic entities 
(Blase and Kirby 1993). The charter spells out for the 
members a clear understanding as to how decisions are made 
within the school. It delineates exactly who is responsible 
for what, the composition up of the decision-making groups, 
and which decisions are to be acted upon and how. The 
majority of members of these bodies are teachers. The 
building principal is a standing member of the body. Other 
school personnel, such as teachers' aides, custodial and 
cafeteria staff, are generally represented. Parents, 
students, business partners, and community members may also 
be included on school governance councils. 
The Critical Study Process is the data-gathering 
component of the process. It makes the most of utilizing 
all of the important information in the school. Using what 
Glickman (1993)- termed "action-research," schools are 
encouraged to collect, analyze, and use data to make 
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decisions about the instructional program. Lunsford (1995) 
noted that the exercise of the action research process 
changes the culture of the school. In carrying out such 
research, faculties may determine critical paths to take on 
particular issues of broad concern. Not all decisions at 
the local level will require great expenditures of time and 
energy. However, the intent of conducting action research 
is to narrow the scope of the instructional strategies which 
will most greatly impact student achievement. Throughout 
this process, according to Glickman (1993), classroom 
teachers are expected to play a vital role with regard to 
data collection and analysis and the resulting decisions 
that are made concerning the school's instructional program. 
For more than a decade, advocates of school restruc¬ 
turing such as Boyer (1983), Goodlad (1984), Schlechty 
(1990), and Glickman (1993) have pushed for decentralization 
of public schools and more involvement of teachers in the 
day-to-day operations. Miller (1995) noted recently that 
the Carnegie Forum on Education and the Holmes Group spoke 
in favor of decentralizing public schools and empowering 
teachers. New concepts that came into use to designate 
education restructuring efforts are yet to be fully under¬ 
stood by many practicing school administrators (Allen and 
Glickman 1992). Terms such as school-based management, 
shared governance, and quality teams refer to these reform 
attempts. 
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The notion that schools should be run more demo¬ 
cratically has become a powerful yet controversial alter¬ 
native to the traditional ways schools have operated. 
Vestiges of early administrative practices have remained as 
many principals continue to seek, as Taylor (1911) did 
through his research, the "one best way" to run an organiza¬ 
tion. In the process, administrators have been reluctant to 
concede power to others in the school for fear of being 
perceived as weak administrators, noted Hoyle (1994). In 
their attempt to find the one best way, Glickman (1993) 
observed that educators have become too reliant on educa¬ 
tional "marketeers" to tell them what to do. In discussing 
dependence on outside experts, Glickman (1993, 141) stated: 
Knowingly or not, commercial publishers, staff 
development consultants and trainers, and district 
and state officials have formed an alliance that has 
repeatedly diminished the ability of local educators 
to think critically and responsibly. The marketing 
of answers for schools has kept schools habitually 
dependent on external authorities . . . but what 
they are doing in their advocacy of answers for 
others, is continuing the separation of teachers 
from decisions about teaching and diminishing the 
democratic capacity of a school for knowledge 
production and knowledge application. 
This modern approach to school management may cause 
a bonafide dilemma for the traditional type of school prin¬ 
cipal as he has focused on the "pitfalls" of shared decision 
making. Kubrick (1988) listed some liabilities of shared 
decision making. Among them was the idea that participa¬ 
tory management creates frustration and tends to be slower 
than autocratic methods. Another was the amount of time 
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that must be spent on planning and implementation of 
decisions. He also cited the lack of decision-making, 
problem-solving, and group dynamics skills among teachers 
and, finally, the need for additional leadership expertise 
by principals. 
Uncomfortable with the thought of relinquishing any 
of his decision-making power, the traditional principal 
continues to operate in a state of "bureaucratic inertia" 
(Blase and Kirby 1992) . Knowing some colleagues are func¬ 
tioning in a more open, democratic fashion and have experi¬ 
enced improved student achievement and school climate 
(Glickman 1993) adds a degree of apprehension to the tradi¬ 
tional principal. The likelihood that teachers will become 
more aware of their potential impact in the governance of 
the school is real as the restructuring movement continues 
to generate myriad publicity. 
Statement of the Problem 
It has been the common practice in our nation's 
schools to run them in a very undemocratic fashion. This 
paradox of those closest to students, the teachers, having 
the least say in how schools operate is being challenged. 
Shared decision making as a restructuring tool has made an 
impression in the minds of many teachers. Glickman (1993) 
stated : 
The question of who should sit at the table and 
have an equal say in educational decisions is a 
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complicated one. Ideally, all those involved in the 
educational enterprise of a school should have 
voting membership. . . . Regular classroom teachers 
should be in the majority (p. 34). 
Public schools and the students who attend them in 
America's urban cities are suffering. Kozol (1993) docu¬ 
mented a number of inequalities that existed and interfered 
with students being able to achieve. Among them, he cited 
low morale and the lack of voice that teachers had in many 
of the schools he studied. He noted that money alone would 
not solve the problem of making schools meaningful institu¬ 
tions for the students they serve. 
Newmann and Wehlage (1995) found through their 
studies that there are no simple answers about which reforms 
are sure remedies to cause student learning. They viewed 
the effectiveness of any restructuring tool as dependent on 
"how well it organizes or develops the values, beliefs, and 
technical skills of educators to improve student learning." 
Thus, this study was concerned with the specific 
question: Does a school's involvement in decision making 
have an impact on teacher job satisfaction? 
Significance of the Study 
This study was significant for several reasons. 
The concept of shared decision making has become a watchword 
for organizational climate and change (Huffman-Joley 1992). 
By examining the effects of decision involvement on job 
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satisfaction, school personnel are able to address such 
problems as burnout and the high rate of teachers who are 
leaving the profession early (Wong and Wong 1995). The 
study also added to the information base about the League of 
Professional Schools, a relatively new change model, which 
has shared decision making as one of its centerpieces. 
Thus far, just nine research studies within the past 
ten years have dealt specifically with the phenomena of 
shared decision making and teachers' job satisfaction: 
Neidt (1987) , Hicks (1989), Porter (1989) , Bennett (1990), 
Griffin (1990) , Gerbino (1991) , Smith (1991) , Coates (1992) , 
and Sharp (1992) . The study assisted interested stake¬ 
holders in understanding the relationships between teacher 
involvement in decision making and their resulting job 
satisfaction. Having such knowledge available to them 
enables school personnel to weigh the advantages and 
disadvantages of membership in organizations such as the 
League of Professional Schools. 
Research Questions 
The questions that guided the research study were: 
1. Is there a difference in the decision involve¬ 
ment in League schools and non-League schools? 
2. Is there a difference in the level of teacher 
job satisfaction in League schools and non-League schools? 
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3. Is there a difference in the decision involve¬ 
ment in (a) League schools and (b) non-League schools in 
terms of respondents' (i) age, (ii) years of experience, 
(iii) gender, and (iv) school type? 
4. Is there a difference in teacher job satisfac¬ 
tion in (a) League schools and (b) non-League schools in 
terms of respondents' (i) age, (ii) years of experience, 
(iii) gender, and (iv) school type? 
5. Is there a relationship in the level of teacher 
job satisfaction in League schools and non-League schools in 
terms of a school's decision involvement? 
6. What is the relative influence of the moderator 
variables of this study upon decision involvement and 
teacher job satisfaction? 
Summary 
The restructuring movement of the 1990s is in full 
stride, having begun in the early 1980s. Documents such as 
A Nation at Risk (National Commission on Excellence in 
Education 1983) served as the catalyst for today's continu¬ 
ing reform efforts. Borrowed from business practices, 
shared decision making has come to be viewed as a modern 
approach to school management. In the new scheme, teachers 
are key figures and the principal is an advocate of the 
democratic process. This new approach is a departure from 
the traditional, bureaucratic ways in which schools have 
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operated. As those closest to students, teachers are 
seeking empowerment to help determine how schools will be 
governed so students can achieve. A description of the 
Atlanta League of Professional Schools provided insight into 
the composition, structure, and operations of democratic 
schools. The significance of the study was presented, and 
the research questions were identified. 
CHAPTER II 
REVIEW OF LITERATURE 
The purpose of this study was to investigate deci¬ 
sion involvement and teacher job satisfaction. A review of 
the literature related to shared decision making revealed 
extensive writings on these subjects. Rooted in the dis¬ 
ciplines of business management and the behavioral sciences, 
shared decision making was examined in its applicability to 
the field of education. 
There were five theoretical domains investigated 
based on the above-mentioned disciplines deemed pertinent to 
this study. Specifically, the areas were decision theory, 
organizational development, quality circles, participative 
leadership, and motivation. In addition, relevant studies 
of research literature on shared decision making and 
teachers' job satisfaction were examined. A summary brings 
closure to the chapter. 
Theoretical Literature 
The theoretical base for this study is set forth 
in this section. Analyses of the literature on decision 
theory, organizational development, quality circles, 
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participative leadership, and motivation theories are 
important in comprehending this study. 
Decision Theory 
The process of decision making is an important and 
multifarious function of any business or organization. 
Cunningham (1982) defined decision making as "the selection 
of a course of action from among many competing alterna¬ 
tives." Griffiths' (1959) theory of decision making, which 
was respected in the educational arena for years, contains 
two important ideas. One is that the principal's role is to 
make sure that an acceptable decision-making process is in 
place in the organization. Another is that because a 
process is established, effective principals make very few 
personal decisions, albeit those they do make may have a 
significant impact on the school. In generalizing 
Griffiths' theory to schools which practice shared decision 
making, the role of the principal as a facilitator in the 
process is appropriate. It is also implied that the staff 
makes the majority of the decisions, save those which may 
not be appropriate for group action. 
Another early theorist, Simon (1960), listed three 
key steps in the decision making process: 
1. Intelligence activity: Borrowing from the 
military meaning of intelligence, this initial phase 
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consists of searching the environment for conditions calling 
for decisions. 
2. Design activity: In this second phase, invent¬ 
ing, developing, and analyzing possible courses of action 
take place. 
3. Choice activity: The third and final phase is 
the actual choice, selecting a particular course of action 
from those available. 
The three steps Simon (1960) listed are applicable 
to the tasks faced by school-based decision-making bodies, 
which Glickman (1993) described as the critical study pro¬ 
cess. Likewise, Drucker's (1960) model of decision making 
may also be applied in action research efforts. They 
include five clear steps: (1) define the problem, (2) 
analyze the problem, (3) develop alternative solutions, 
(4) decide on the best solution, and (5) convert decisions 
into effective actions. 
Maier (1963) formulated five ingredients by which he 
theorized the decision-making method could be determined. 
They are: 
1. Importance: The critical nature of the decision 
to the organization. 
2. Acceptance: Whether people are likely to have 
strong feelings about the decision or process. 
3. Time: Whether there is a need for an immediate 
decision 
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4. Trust: The degree to which people affected by 
the decision have confidence in each other. 
5. Teamwork: The desire of the administrator to 
improve the functioning of the team. 
In the traditional school setting, the hierarchical 
method of decision making has been the standard, resting 
solely with the principal (Lipham 1974) . Participatory 
decision making is the direct opposite of the top-down 
approach. Glickman (1992) advocated a more flattened model, 
involving teachers. He advised, however, that any decision 
made at the school level should be based on the best avail¬ 
able information, internal as well as external. Glickman 
(1992) further stated: "An uninformed group decision will 
be no better than an uninformed individual decision." 
Roy (1995) noted in her discussion on the appro¬ 
priate use of participation that a misconception exists 
regarding the issue of consensus. She thought that method 
to be as ineffective as a single individual making all of 
the decisions. She constructed a continuum, shown in figure 
1, which plots ten decision options, ranging from individu¬ 
ally determined at the school site (1) to administration 
beyond the school site unilaterally (10) . Staff consensus 
appears at 4 on the continuum. Roy (1995) contended that 
the elements of Maier's (1963) work that are the highest 
priority are time, trust, and teamwork. She went on to say 
that if improving teamwork is a high priority of the school, 
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Figure 1 




beyond the school 
site, unilaterally 
Administration, unilaterally 
Administration with staff consultation 
Staff and administration by consensus 
Staff with administrative consultation 
Staff vote 
Staff consensus 
Subgroups at its school site, with consultation 
Subgroups at its school site, unilaterally made 
Individually determined at the school site 
Fig. 1. A Continuum of Decision-Making Options. 
Source: Patricia Roy, "Participatory Decision Making: A 
Tool of Reform or an Empty Promise?" Journal of Staff 
Development (Winter 1995): 20. 
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consensus decisions are important. The factor of staff 
acceptance could also weigh heavily on whether to use 
consensus or not. However, if there is a time crunch, the 
decision may best be made by an individual. 
If the level of trust is high among the faculty, 
task force groups can make the decision. Unilateral deci¬ 
sion making can be used for decisions of significant pro¬ 
portions. One important observation that Roy (1995) made is 
that there is no set rule as to which decision-making method 
works the best in any given situation. But to reiterate 
what Glickman (1993) suggested, Roy (1995) stated: "one 
rule of thumb is that people who are closest to the problem 
or the solution should be involved in making the decision." 
Organizational Development 
All schools have their own unique culture. O'Brien 
(1989) noted that culture affects any number of adminis¬ 
trative processes, among them decision making, leadership, 
motivation, and change. Deal and Peterson (1990) defined 
culture as "deep patterns of values, beliefs and traditions 
that have been formed over the course of the school's 
history." It follows, then, that their modes of operating 
and decision making are based on those attitudes, beliefs, 
and values of the members. Cunningham (1982) stated: 
"Values play a crucial role in the decision making process." 
Organizational development (OD), based in the behavioral 
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sciences, is concerned with changing the culture of 
organizations. 
Bennis (1969), Harvey and Brown (1976), Cunningham 
(1982) , and Cummings and Worley (1993) developed definitions 
of organizational development. However, Blake and Mouton's 
(1968) definition has been the most widely used. Described 
more as a statement of purpose of what to eliminate, their 
definition is as follows: 
1. Common sense-based management assumptions . . . 
replace them with systematic management concepts 
that increase individual involvement and commit¬ 
ment, and creativity toward sound problem¬ 
solving and production. 
2. Unproductive thought patterns within each indi¬ 
vidual . . . replace them with mental attitudes 
that result in a better identification of prob¬ 
lems and novel solutions. 
3. Interpersonal and intergroup blockages that 
prevent effective discussions . . . replace them 
with interpersonal openness and candid communi¬ 
cation that can sustain sound deliberation and 
insure effective problem-solving between indi¬ 
viduals and groups. 
4. Organizational traditions, precedents, and past 
practices that stifle productivity, effort, and 
creative thinking . . . replace them with 
standards and values that promote efforts of 
excellence and innovation. 
5. Unresolved problems preventing attainment of 
organization competence . . . eliminate them by 
(a) defining what they are, (b) designing solu¬ 
tions to them, and (c) insuring their elimina¬ 
tion by executing the plans. 
The knowledge and practices of OD allow integration 
of both personal and social needs of the organization. 
Concepts of leadership, group dynamics, organization 
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structure, and the relationships of workers are germane to 
the OD process. Shared decision making, a relatively new 
approach to how schools are managed, is a departure from the 
traditional, autocratic method. It is important, therefore, 
to focus on the elements involved in the change process if 
principals and teachers choose to move from bureaucratic 
to democratic schools. Smylie and Denny (1990) cautioned 
that the empowerment of teachers be viewed as an issue of 
organizational change and not just the task of increasing 
personal gain and opportunity. 
As a tool, OD helps people to realize and be able 
to cope with complex human relationships and the problems 
that often come about in organizations. Origins of organ¬ 
izational development can be traced to Elton Mayo (1933) . 
Through his pioneering work in the field of human relations 
known as the Hawthorne Studies, Mayo investigated individual 
needs and organizations. His work led to the development of 
T-groups and methods of action-research-feedback by Kurt 
Lewin and others in 1947. Cunningham (1982) described 
T-groups as "an unstructured small group situation in which 
participants learn from their own interactions and the 
evolving dynamics of the group." T-groups, the forerunners 
of quality circles, a method of participative decision 
making adopted by businesses, are discussed later in the 
chapter. 
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Within organizations, both formal and informal 
structures exist. A model by French and Bell (1973), shown 
as figure 2, is a conceptualization of the manner in which 
organizations are structured. This conceptual model, known 
as the Organizational Iceberg, displays all of the formal 
and informal aspects that must be considered when facili¬ 
tating change. Just as it is difficult to see what lies 
below the surface of an iceberg, so, too, is it difficult to 
detect the underlying culture of an organization. Studies 
by Fyans and Maeher (1990) found that healthy school cul¬ 
tures correlate strongly with increased motivation, teacher 
productivity, and satisfaction. 
The linkage of strong school culture to teachers' 
attitudes toward their work may be viewed in relation to a 
school's decision-making process and teachers' job satisfac¬ 
tion, as this study purports. Cheng (1993), in a study on 
effective and ineffective organizational cultures, found 
this to be true. In schools where shared decision making 
was practiced, teachers had higher job satisfaction and 
productivity. 
Similarly, Stolp (1994) noted: 
Successful leaders have learned to view their 
organization's environment in a holistic way. This 
. . . view is what the concept of school culture 
offers principals. ... It gives them a broader 
framework for understanding difficult problems and 
complex relationships within the school. By deepen¬ 
ing their understanding of school culture, these 
leaders will be better equipped to shape the values, 
beliefs, and attitudes necessary to promote a stable 
and nurturing learning environment. 
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ORGANIZATIONAL ICEBERG 
Fig. 2. Organizational Iceberg. 
Source: William G. Cunningham, Systematic Planning for 
Educational Change (Palo Alto, CA: Mayfield Publishing 
Company, 1982), 194. 
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Lewin (1948) developed a model that is frequently 
used to identify the changes that have to take place to 
impact the informal aspects. Failure to address this 
portion of the iceberg can determine the outcomes of the 
organization's efforts. His theory of the OD process relies 
on a three-step model: (1) unfreezing old values, atti¬ 
tudes, and behavior; (2) identifying new values, attitudes, 
and behavior; and (3) refreezing and stabilizing the new 
values, attitudes, and behavior. Because organizational 
development is rooted in the behavioral sciences, the 
knowledge and practices of that domain allow the integration 
of both the personal and social needs of the organization. 
Shared decision making involves individual and group 
dynamics, and the process of quality circles as an OD tool 
can be viewed as the base from which these essential com¬ 
ponents developed. 
Quality Circles 
Organizational development contains a variety of 
approaches to effect change. These approaches may focus on 
the organizational structure or the interpersonal relations 
of certain people or groups. The aim of OD is to make the 
organization more effective by allowing its members to 
acquire the ability and information to solve its own prob¬ 
lems. By performing effectively, the organization enjoys 
legitimacy and credibility with the external stakeholders 
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who control their resources. Quality circles as an OD tool 
is one method used successfully to cause change. 
Crocker (1984) defined quality circles as "the 
involvement of employees at all levels within the organiza¬ 
tion in the decision-making process." Other definitions by 
Baird (1982) , Barra (1983) , and Hansen (1990) contain common 
strands centered on the idea of participative decision 
making. Governance councils that function in democratically 
managed schools as decision-making bodies are patterned 
after quality circles. 
The extensive development of quality circles took 
place in Japan during the early 1950s. Following World War 
II, Japan was searching for ways to raise industrial produc¬ 
tivity to a competitive level in the world marketplace. The 
concept of quality circles was introduced by J. M. Juran, 
an American consultant who fashioned the process based on 
T-groups and action-research-feedback methods. These tech¬ 
niques were a part of the foundation of what became known as 
Total Quality Management (TQM). 
The core ingredient contained in the quality move¬ 
ment was the establishment of quality control circles 
(QCCs). Quality control circles became an essential part of 
management and decision making throughout Japan. Since the 
1950s, QCCs increased dramatically. This movement signifi¬ 
cantly enhanced the quality of products and productivity of 
workers. An underlying reason for the success of quality 
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circles in Japan is the paternalistic nature of the Japanese 
culture and their respect for the doctrines of Confucius, 
their most revered teacher. Crocker, Charney, and Chiu 
(1984) noted: 
Japan's culture is built on the teachings of 
Confucius—respect for parents and ancestors, 
kindliness, faithfulness, intelligence and proper 
behavior—and the philosophy of amae, a nurturance 
and dependency relationship between superiors and 
subordinates. 
The Japanese are characterized as a collective, 
group-minded people; individualism is deemphasized. It is 
their belief that collective might generates the most 
effective results. Their principle of harmony, known as 
bonsai, allows groups to share the same values. In sharing 
the same values, members of the group labor for a worthwhile 
life and simultaneously help the organization to achieve its 
goals. Barra (1983) wrote: 
The use of quality circles in the business 
sector grew out of management's commitment to 
increase quality and productivity and management's 
realization that this effort requires tapping the 
creative potential of every employee. 
Quality circles were transported and first 
implemented in North America in the early 1970s at the 
Lockheed Aircraft Corporation and Honeywell Corporation. 
Quality circles, as a process, uses the technique of 
brainstorming to gain participation by all members of the 
group. Problems identified, defined, and analyzed by the 
group are presented with recommendations acted upon by 
management. The group would also be involved in the 
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dissemination, implementation, and adaptation of the 
recommendations and new strategies. Lastly, the group has 
input into the evaluation of the decision-making process and 
results. 
Quality circles differ significantly from tradi¬ 
tional groups or committees. Traditional groups are often 
hampered by indeterminate goals, narrow individual commit¬ 
ment, insufficient influence upon the school, and the burden 
of ownership for the strategies. Many traditional groups 
fail in their purpose because of the reluctance of the 
members to be involved. Quality circles rely on voluntary, 
cooperative group members who are willing and committed. 
The number of people in a circle may range from 
three to fifteen. Since it is important that all members 
fully participate during meetings, more than fifteen is 
considered too large. It is recommended, therefore, that 
several circles be formed to accommodate employees in 
situations where many employees are involved. 
Quality circles improve communication throughout the 
organization; this occurs both vertically and horizontally. 
They help to improve teamwork and efficiency. The leader¬ 
ship skills of individuals are promoted because of their 
involvement in quality circles. A by-product of the latter 
is the enhancement of employees' personal and career devel¬ 
opment. However, Barra (1983) pointed out; 
Because quality circles are the embodiment of a 
special philosophy, not all organizations or all 
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managers are ready to install quality circles. 
Special management skills and attitudes must be 
developed before quality circles can be installed 
with success. 
For these reasons, workers must undergo training in the 
various practices which they will use. 
The first task of participants who volunteer to be a 
part of a quality circle is to understand how the program is 
structured. Circle participants are the most important of 
the six elements of a quality circle. These are the indi¬ 
viduals, numbering from three to fifteen, who work in the 
same general area. Circle leaders are usually the super¬ 
visors. They help the operation of the quality circles, so 
therefore should be persons who have the respect of the 
members. The program facilitator, usually an upper manager, 
coordinates the system of quality circles in an organiza¬ 
tion. He helps to get the program started and participates 
in the training of the leaders and participants. He helps 
in scheduling the first group meetings and subsequent 
meetings with experts when requested. He serves as a 
resource to other managers about the program. 
The advisory committee acts as the board of direc¬ 
tors of the program. They represent all departments of an 
organization and give advice to the participants, facili¬ 
tators, and circle leaders. Noncircle management, though 
not involved in the process, is invited to meetings and kept 
informed of the circle's proceedings. They are asked for 
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information when appropriate. Noncircle employees, like 
noncircle management, are asked for their information 
regarding problems within the organization. They must also 
be kept abreast of the things that circles are achieving. 
Many of these employees will themselves become members of 
quality circles as the program expands. 
Once participants understand the structure of 
quality circles, who the actors are and their respective 
roles, they are trained to do a variety of things. They 
learn how to identify and select problems in the organ¬ 
ization. They learn how to use statistical tools such as 
data collection and analysis techniques. They are taught 
how to generate possible solutions, how to analyze and 
select the best solution to solve the problem. Finally, 
they learn how to prepare and make a presentation to 
management on their solutions. 
The application of quality circles to education has 
occurred since the early 1980s. Hansen (1990) advocated the 
incorporation of quality circles with site-based management. 
He viewed this strategy as a good way to fortify the forces 
that influence schools: teachers, principals, and school- 
based management. He contended: 
School-based management has the potential to 
address inappropriate assumptions about how we work 
and function. In schools, the inclusion of teachers 
in the decision-making process sharpens the effec¬ 
tiveness of the organization. 
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Boyer (1989) spoke of quality circles and school- 
based management as crucial in shaping a national strategy 
for education. He stated: 
We must create in the nation's 83,000 schools 
what industry likes to call "circles of quality 
control," with teachers and principals creatively 
building schools that meet high academic standards 
and the needs of their students, too. 
Marcoline (1990) studied the use of quality circles 
in 164 Pennsylvania school districts by surveying superin¬ 
tendents, principals, and teachers. He found significant 
differences existed between teachers' and principals' 
judgement in the area of shared decision making, particu¬ 
larly with age as a negative factor in the process. 
Marcoline's findings established needed groundwork for 
future research in shared decision making which used quality 
circles as a theoretical base. 
Participative Leadership 
The previous section laid the background for under¬ 
standing the interrelatedness of participative decision 
making and leadership and the work done in this domain by a 
number of researchers. The theoretical underpinnings that 
framed the paradigm for examining the presence or absence of 
shared decision making for this study can be traced to the 
works of Lewin, Lippit, and White (1939). Their research 
focused on the study of autocratic, democratic, and laissez- 
faire styles of leadership and the relationship to decision 
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making and group processes. Theirs and studies which 
followed documented the advantages of participation in the 
decision-making process. Lewin (1948) summed up their 
research by stating: "Autocracy is imposed upon the indi¬ 
vidual, Democracy he has to learn." 
Several industry-based studies reinforced the 
findings of Lewin, Lippit, and White (1939). Coch and 
French (1948) determined that factors which included 
effective communication by management on the needs of the 
organization and group meetings caused positive change. 
Porter (1989), in a review of literature, noted similar 
findings were reported by Rice (1955) , Morse and Reimer 
(1956), Lawler and Rhode (1976), and Duke, Showers, and 
Imber (1980) . These studies confirmed participative 
decision making facilitated good communication and added a 
sense of ownership as a determinant. 
French and Lewin (1950) advised that democratic 
participation by workers produced positive effects by 
changing basic beliefs, increasing output, and improving 
attitudes towards work. Vroom (1965) decided through his 
research that the higher the level of participation, the 
higher the job satisfaction. Crane (1976) saw participative 
decision making as the opportunity for employees to gain an 
understanding of management, thereby generating their 
interest and willingness to be involved. Bredeson (1989) 
noted greater cooperation among members of the organization 
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and stronger support for decisions as significant in his 
study of participative decision making. 
Many of the findings of business and organizational 
studies have been applied to the field of education (Wright 
1989). As a consequence, the expansion of participative 
decision making as an area of educational research has 
occurred. Thus, five theoretical areas of participative 
leadership are reviewed. They are the University of Iowa 
Studies, the Ohio State Studies, the University of Michigan 
Studies, Theory X and Theory Y, and the Managerial Grid. 
The theories generated from these studies reinforce the 
notion that shared decision making is a viable tool to 
effect increased teachers' job satisfaction. 
Other theories dealing with participatory leader¬ 
ship and not touched upon in this section may also be 
applicable and referenced. They include the Contingency 
Leadership Theory (Fiedler 1967) , the Path-Goal Theory 
(House 1970), the Parallel Organization Theory (Stein and 
Ranter 1980) , Three-Dimensional Leadership Styles (Reddin 
1970), and Situational Leadership Styles (Hersey and 
Blanchard 1988). 
The University of Iowa Studies, carried out in 1939 
by Kurt Lewin, Ronald Lippit, and Robert White, classified 
leadership behaviors into three different types based on 
certain decision-making situations. They were authori¬ 
tarian, democratic, and laissez-faire. Authoritarian 
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leaders controlled all aspects of the tasks from start to 
finish; no input by workers was allowed. The democratic 
leader encouraged group participation and decision making. 
Laissez-faire leaders gave no direction or sought sugges¬ 
tions from workers, but rather allowed the group to make its 
own decision. Results of the studies showed that workers 
liked the democratic style of leadership more than the 
authoritarian or laissez-faire styles. 
The Ohio State Studies, under the auspices of Carol 
Shartle in the early 1950s, attempted to answer several 
questions. One question addressed the models of behavior 
leaders exhibit. Another focused on the effect of the 
leader's behavior on the job satisfaction and performance of 
workers. It was determined that most leaders could be cate¬ 
gorized as being of the initiating structure or of the 
consideration structure. The initiating type of leader 
established and directed all of the group's activities and 
role assignments, while driving employees to meet the goals 
of the school. The consideration type was categorized as 
the type of leader who trusted the staff members, exercised 
open, multidirectional communication, and promoted partici¬ 
pation in decision making which had an impact on high morale 
and job satisfaction. 
An outgrowth of the Ohio State Studies was the 
development of a two-dimensional leadership model. A 
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replica of the model is shown in figure 3. The model shows 
four quadrants. The consideration type is labeled from low 
to high on the vertical axis, while the initiating type is 
labeled from low to high on the horizontal axis. Results of 
the studies found leaders to be of any one of the four 
categories. However, Quadrant 2 types were thought to be 
the exemplary behaviors for school administrators to prac¬ 
tice compared to the others. In essence, the ideal prin¬ 
cipal should possess strong leadership characteristics, yet 
provide an atmosphere conducive for broad participation by 
teachers. 
The University of Michigan Studies, fostered by 
Rensis Likert, identified four types of leadership systems. 
They included: System-1, exploitative-authoritative; 
System-2, benevolent-authoritative; System-3, consultative; 
and System-4, participative. Likert identified the ideal 
model for organizations as System-4. He concluded that the 
greatest satisfaction for work and morale of employees, and 
their efficiency and productivity, could best be generated 
by using System-4 (Cunningham 1982) . 
Theory X and Theory Y, developed by Douglas McGregor 
(1960), involved two different sets of assumptions by 
managers about adults in the workplace. Generally, the 
organizational structure and day-to-day operations were 
based on the manager's perceptions of workers. Theory X 
managers viewed people as disliking work, having to be 
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Fig. 3. The Ohio State Leadership Grid. 
Source: Wayne K. Hoy and Cecil G. Miskel, Educational 
Administration: Theory, Research, and Practice (New York: 
McGraw-Hill, 1987). 
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forced to do their jobs, and would rather be governed by an 
authority figure. In contrast, Theory Y managers thought 
that workers enjoyed their work, were devoted to the 
organization's goals, and had a desire to participate and 
accept responsibility. McGregor considered Theory X to be 
incongruent with participatory or democratically run organ¬ 
izations and thus favored Theory Y as the ideal behavior by 
managers. 
The Managerial Grid, developed by Robert Blake and 
Jane Mouton in 1964, described two dimensions of leadership 
styles, concern for production (horizontal axis) and concern 
for people (vertical axis). A replica of the Managerial 
Grid is shown in figure 4. The grid shows five distinct 
leadership styles. The styles are the Impoverished Manager 
(1,1), the Country Club Manager (1,9), the Organization Man 
Manager (5,5), the Authority-Obedience Manager (9,1), and 
the Team Manager (9,9). Of the five types, the 9,9 manager 
is the ideal type. He uses a goal-oriented method to garner 
high quantity and high quality outcomes by stimulating broad 
participation and ideas of the members of the organization. 
Motivation 
The theoretical foundations for studying teachers' 
job satisfaction are contained in three motivational 
theories. McGregor's Theory X and Theory Y doubles as a 
motivational and participative leadership theory and was 
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explained in the previous section. There are two other 
motivation theories that may be viewed as relevant to this 
study, Maslow's Hierarchy of Needs Theory and Herzberg's 
Two-Factor Theory. 
Maslow's hierarchy of needs is composed of five 
levels: physiological, safety, social, esteem, and self- 
actualization. It has been generally accepted, based on 
research by Porter (1964), that the first two levels of 
physiological and safety needs must be in place before 
employees can move to the next level in the hierarchy. 
However, in dealing with real people, this theory may not 
always prove to be true. Individuals experience different 
degrees of the hierarchy depending on real-life experiences. 
So, too, in situations where shared decision making is being 
implemented should certain things be in place. Schools as 
organizations tend to be imperfect entities. The satisfac¬ 
tion of teachers from one point in time to another, there¬ 
fore, may vary and have an effect on the decision-making 
process of the group. 
Both the general factors of acceptance, friendships, 
and affection and the organizational factors such as social 
friendships, the quality of supervision, and work teams are 
necessary to generate teacher satisfaction. The effective 
inclusion of these components will ideally cause teachers to 
be able to realize the next two steps in the hierarchy. 
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Herzberg's Motivation-Hygiene Theory extended the 
work of Abraham Maslow. He broke Maslow's five need areas 
into two levels. His research centered on causes of 
peoples' attitudes in the workplace as opposed to their 
individual needs. Herzberg's industry-based research found 
job satisfiers or motivators to be the type of work the 
person performed, success, appreciation, and the opportunity 
for advancement. Nonsatisfiers were the organization's 
practices, methods of supervision, relationships between 
workers, and salary. Herzberg named these nonsatisfiers 
hygiene factors. 
In generalizing Herzberg's theory of motivation to 
teachers' job satisfaction through involvement in shared 
decision making, several observations can be made. The 
inherent value placed upon teachers as key members in the 
organization relates to the motivator factors of responsi¬ 
bility and recognition. In addition, teachers will tend to 
view their work as more fulfilling through the exercise of 
shared decision making, another important job satisfier. 
Porter (1989) studied the variable of job satisfac¬ 
tion of teachers involved in an empowerment project. He 
found teachers who were involved in shared decision making 
to exhibit a high degree of satisfaction in the workplace. 
In another teacher empowerment project, Rojek (1991) found 
teachers felt more positive about their work with a diverse 
group of individuals in which common interests were 
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addressed. Griffin (1990) , in a study on job satisfaction 
in shared-decision-making schools, found significance 
between the relationships of the governance structure and 
the school to which teachers were assigned. Teachers 
assigned to shared-decision-making schools registered a 
higher degree of satisfaction than teachers in nonshared- 
decision-making schools, as measured by the Teacher Job 
Satisfaction Questionnaire. 
Gerbino (1991) looked at overall satisfaction with 
decision making and job satisfaction of teachers in general. 
In her survey of three hundred teachers she reported the 
majority did not experience real participatory decision 
making. They indicated a desire to have greater autonomy, 
involvement in the decision-making process at an earlier 
stage, and more influence. 
Bennett (1990) studied the relationship between 
shared decision making and teacher satisfaction. He sampled 
476 teachers in 26 schools. Bennett found that teachers 
wanted to be involved in decision making, they were satis¬ 
fied with their current jobs, and they had a major influence 
on student behavior, curriculum and instruction, and school 
planning. He noted a significant correlation between 
teachers' job satisfaction and their influence in all 
general areas of decision making. 
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Summary 
The theoretical base for the study was set forth in 
a literature review of five domains: decision theory, 
organizational development, quality circles, participative 
leadership, and motivation. The concept of organizational 
development put into context a school's rationale for 
change. The process of quality circles as a change tool was 
discussed in detail because it was a forerunner to gover¬ 
nance councils that are prevalent in democratic schools. A 
review of five doctrines of participative leadership, 
beginning with autocratic, democratic, and laissez-faire 
styles, gave the theoretical underpinnings for the current 
study. Maslow's and Herzberg's theories of motivation were 
discussed in relation to teacher job satisfaction. 
CHAPTER III 
THEORETICAL FRAMEWORK 
This chapter describes the theoretical framework of 
the research. The definitions of the independent, modify¬ 
ing, and dependent variables are discussed, and the research 
hypotheses are presented. The limitations of the study are 
addressed, and a summary of the theoretical framework is 
included. The focus of this study was to examine decision 
involvement and teacher job satisfaction in selected 
elementary, middle, and high schools. 
Presentation and Definition of the Variables 
The independent variable in this study was decision 
involvement. The dependent variable was teacher job 
satisfaction. The moderator variables were: (1) age of 
teachers, (2) gender of teachers, (3) years of experience of 
teachers, (4) school type, (5) school membership. The 
variables are represented in the model in figure 5. 
Decision involvement: The information that is 
yielded by the Decision Involvement Analysis instrument, 




Fig. 5. Theoretical Framework 
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Teacher job satisfaction: The information that is 
yielded by the Teacher Job Satisfaction survey, which shows 
the extent to which teachers are content in their positions. 
Age of teachers: The chronological age of teachers 
at the time of the study. 
Gender of teachers: The sex of the teacher, male or 
female. 
Years of experience; The total number of years the 
teacher has taught at the time of the study. 
School membership: Participation or nonparticipa¬ 
tion in the League of Professional Schools. 
School type: An elementary, middle, or high school. 
Null Hypotheses 
The null hypotheses were stated as follows for 
statistical examination: 
Hypothesis 1: There is no significant difference in 
decision involvement for teachers in League schools and non- 
League schools. 
Hypothesis 2: There is no significant difference 
in the level of job satisfaction among teachers in League 
schools and non-League schools. 
Hypothesis 3: There is no significant difference in 
decision involvement for teachers in League schools. 
Hypothesis 4: There is no significant difference in 
decision involvement for teachers in non-League schools 
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Hypothesis 5: There is no significant difference 
in the level of job satisfaction for teachers in League 
schools. 
Hypothesis 6; There is no significant difference 
in the level of job satisfaction for teachers in non-League 
schools. 
Hypothesis 7: There is no significant difference in 
decision involvement for teachers in League schools and non- 
League schools in terms of (a) age, (b) gender, (c) years of 
experience, and (d) school type. 
Hypothesis 8; There is no significant difference in 
the level of job satisfaction among teachers in League 
schools and non-League schools in terms of (a) age, (b) 
gender, (c) years of experience, and (d) school type. 
Hypothesis 9: There is no significant difference in 
decision involvement for teachers in League schools in terms 
of (a) age, (b) gender, (c) years of experience, and (d) 
school type. 
Hypothesis 10: There is no significant difference 
in decision involvement for teachers in non-League schools 
in terms of (a) age, (b) gender, (c) years of experience, 
and (d) school type. 
Hypothesis 11: There is no significant difference 
in the level of job satisfaction among teachers in League 
schools in terms of (a) age, (b) gender, (c) years of 
experience, and (d) school type. 
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Hypothesis 12; There is no significant difference 
in the level of job satisfaction among teachers in non- 
League schools in terms of (a) age, (b) gender, (c) years of 
experience, and (d) school type. 
Hypothesis 13: There is no significant relationship 
between decision involvement and job satisfaction for 
teachers in League schools and non-League schools. 
Hypothesis 14: There is no significant relationship 
between decision involvement and job satisfaction for 
teachers in League schools. 
Hypothesis 15; There is no significant relationship 
between decision involvement and job satisfaction for 
teachers in non-League schools. 
Hypothesis 16: There is no significant relationship 
between decision involvement and job satisfaction for 
teachers in League schools and non-League schools in terms 
of (a) age, (b) gender, (c) years of experience, and (d) 
school type. 
Hypothesis 17: There is no significant relationship 
between decision involvement and job satisfaction for 
teachers in League schools in terms of (a) age, (b) gender, 
(c) years of experience, and (d) school type. 
Hypothesis 18: There is no significant relationship 
between decision involvement and job satisfaction for 
teachers in non-League schools in terms of (a) age, (b) 
gender, (c) years of experience, and (d) school type. 
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Hypothesis 19; There is no statistically signifi¬ 
cant relative influence of the moderator variables on 
decision involvement for teachers in League schools and non- 
League schools. 
Hypothesis 20: There is no statistically signifi¬ 
cant relative influence of the moderator variables on the 
level of job satisfaction for teachers in League schools and 
non-League schools. 
Hypothesis 21; There is no statistically signifi¬ 
cant relative influence of the moderator variables on 
decision involvement for teachers in League schools. 
Hypothesis 22; There is no statistically signifi¬ 
cant relative influence of the moderator variables on 
decision involvement for teachers in non-League schools. 
Hypothesis 23: There is no statistically signifi¬ 
cant relative influence of the moderator variables on job 
satisfaction for teachers in League schools. 
Hypothesis 24: There is no statistically signifi¬ 
cant relative influence of the moderator variables on job 
satisfaction for teachers in non-League schools. 
Limitations of the Study 
The study was limited to one school district. 
This restricted the population to which the data could be 
generalized. It focused on only eighteen of seventy 
elementary schools, seven of sixteen middle schools, and 
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four of eleven high schools in the Atlanta Public Schools 
system. The study compared thirteen schools which belonged 
to the Atlanta League of Professional Schools with sixteen 
non-League schools. The number of comparison schools was 
restricted in order to meet the relative sample size of 
League schools. The affiliation of non-League schools in 
other restructuring efforts was unknown at the time of this 
study. The length of membership of schools which belonged 
to the Atlanta League of Professional Schools was unknown. 
The impact of this factor was uncontrollable and may have 
had an influence on teacher readiness to be involved in 
shared decision making as reported on the survey. 
Summary 
In the theoretical framework of the study, the 
independent, dependent, and moderator variables were 
defined. A conceptual model was presented which showed the 
relationships between decision involvement, teacher job 
satisfaction, and selected personal characteristics of 
teachers. The research hypotheses were stated, and the 
research limitations of the study were discussed. 
CHAPTER IV 
METHODS AND PROCEDURES 
Research Design 
This research was causal-comparative in nature and 
quantitative in design. A questionnaire entitled Decision 
Involvement Analysis (DIA) was obtained from the Research 
and Development Center for Individualized Schooling at the 
University of Wisconsin, Madison, Wisconsin. By identifying 
and explaining the relationships between the variables, one 
could rationalize and have better insight into an under¬ 
standing of decision involvement and teacher job satisfac¬ 
tion in League schools as compared to decision involvement 
and teacher job satisfaction in non-League schools. 
Description of the Setting 
The study was conducted in eighteen Atlanta 
elementary schools, seven Atlanta middle schools, and four 
Atlanta high schools. The Atlanta Public Schools system is 
composed primarily of inner-city schools and lies within the 
boundaries of Fulton County. There are seventy elementary 
schools, sixteen middle schools, and eleven high schools in 
the district. The total number of certified teachers 
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employed in all Atlanta schools, according to the Atlanta 
Public Schools' 1995-96 Statistical Report, was 3,623. Of 
this number, 2,082 were elementary teachers. Middle and 
high school teachers totaled 1,541. Elementary teachers, 
the largest group among the teaching population surveyed, 
comprised the following races and genders: 1,523 were black 
females, and 127 were black males; 353 were white females, 
and 51 were white males; 6 were Hispanic females, and 18 
were Hispanic males; 4 were Asian females. 
Population 
The population of this study consisted of teachers 
who worked in the elementary, middle, and high schools in 
the Atlanta Public Schools district. Table 1 shows the 
number of League schools, non-League schools, and teachers 
who received surveys. 
Sampling Procedures 
All of the teachers who worked in the Atlanta League 
of Professional Schools were invited to participate in the 
survey. There were eight elementary schools in Atlanta 
which were members of the League of Professional Schools; 
seven chose to participate in this study, and one school 
declined. Of the remaining sixty-one non-League schools, 
eleven were randomly selected and agreed to participate. 
There were four middle schools in Atlanta which were members 
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Table 1.—League of Professional Schools, Non-League 
Schools, and Number of Teachers Surveyed in the Atlanta 
Public Schools 
League Schools # Teachers Non-League Schools # Teachers 
Elementary Schools 
Capitol View 22 Continental Colony 41 
Cook 32 Peterson 18 
McGill 21 Cleveland 35 
Mary Lin 30 East Lake 19 
Tull Waters 38 Slater 26 
West 20 Scott 27 
Fowler 21 Arkwright 15 
Campbell 23 
Sarah Smith 20 
Venetian Hills 25 
Collier Heights 21 
Totals 184 270 
Middle Schools 
Turner 41 Long 58 
Inman 44 Price 41 
Bunche 53 Young 56 
King 54 
Totals 192 155 
Hiqh Schools 
Grady 53 Southside 75 
Therrell 68 Washington 86 
Totals 121 161 
Totals 497 586 
GRAND TOTAL 1 ,083 
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of the League, all of which agreed to participate. Of the 
remaining twelve middle schools, three were randomly 
selected and agreed to participate. Two high schools were 
members of the League and agreed to participate. Two 
additional high schools were randomly selected from the 
remaining total of eight. 
Working With Human Subjects 
Teachers were asked to participate in the study on a 
voluntary basis. They were told that anonymity and confi¬ 
dentiality would be ensured. No information was used to 
evaluate them or used for any other purpose except research. 
The purpose, need, and procedures regarding the study were 
explained verbally to the participants. 
Teachers agreeing to participate in the study were 
given a questionnaire with directions for completing the 
instrument. They were asked to return the questionnaire 
within a period of one week. 
Description of the Instrument 
The Decision Involvement Analysis was developed by 
James M. Lipham, J. F Dunstan, and Robert E. Rankin in 1981 
for the purpose of conducting research. They developed the 
instrument while working at the Wisconsin Research and 
Development Center for Individualized Schooling, University 
of Wisconsin at Madison. The instrument was both valid 
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and reliable based on Cronbach Alpha coefficients ranging 
from .80 to .90. A face validity update was performed on 
January 19, 1997, to determine the usefulness of the 
instrument for this study. 
The instrument consisted of three parts: Part I was 
the Decision Involvement Analysis, Part II was the Job 
Satisfaction Survey, and Part III was the Personal Data 
section. 
Part I, Decision Involvement Analysis, asked the 
actual extent of participation in decision making. It used 
a Likert-type scale, with four possible categories from 
which to select: No Involvement, Little Involvement, Some 
Involvement, and Great Involvement. Part II, Job Satisfac¬ 
tion Survey, consisted of twenty-seven questions on the 
teacher's satisfaction in his or her position. Four Likert- 
type categories were set with the following possible 
responses: Very Dissatisfied, Dissatisfied, Satisfied, and 
Very Satisfied. Part III, Personal Data Section, asked the 
respondents six questions which included age, gender, years 
of experience, and school type. 
Data Collection Procedures 
Questionnaires were hand-delivered to each school. 
Each school was identified by a specific code which was 
recorded on the inside of the return envelope by the 
researcher A targeted person, in most cases the principal, 
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was asked to monitor the distribution and collection of the 
questionnaires. Only group data were reported, not indi¬ 
vidual or school data. 
Statistical Procedures 
In order to provide assurances to the research 
questions and hypotheses posed for this study, the data were 
subjected to statistical analysis. The t test was applied 
to determine the difference between the mean scores for 
decision involvement between League schools and non-League 
schools for the total sample. It was also employed to 
determine the difference in the mean scores for teachers' 
job satisfaction in League schools and non-League schools 
for the total sample. 
An Analysis of Variance (ANOVA) was the tool util¬ 
ized to determine whether there were significant differences 
for the mean scores of decision involvement and teachers' 
job satisfaction between and within League schools and 
between and within non-League schools. The ANOVA was also 
used to determine significant differences of the mean scores 
for decision involvement and job satisfaction in terms of 
each of the moderator variables. The Scheffe multiple range 
comparison test was applied to determine where significant 
differences occurred within schools as a result of ANOVA. 
In order to determine the direction and magnitude of the 
relationship between decision involvement and job 
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satisfaction for teachers in League schools and non-League 
schools, the Pearson Product-Moment Coefficient of Correla¬ 
tion (Pearson r.) was used. The Pearson r. was also used to 
determine the direction and magnitude of the relationship 
between decision involvement and teachers' job satisfaction 
and each of the moderator variables. 
In order to determine the relative influence of the 
moderator variables on the dependent and independent vari¬ 
ables for this study, the Stepwise Multiple Regression 
Analysis was applied. In addition, a number of descriptive 
statistics including means, standard deviation (SD) , stan¬ 
dard error of measurement (SE), and percentages were used to 
facilitate a more comprehensive analysis and presentation of 
data. The statistical significance at the .05 level of 
confidence was used. Each of the null hypotheses was either 
accepted or rejected if the calculated values were greater 
or less than the table values. 
Summary 
The research methods and procedures that were used 
in this study were causal-comparative by nature and quanti¬ 
tative in design. Teachers from thirteen schools belonging 
to the League of Professional Schools and teachers from 
sixteen non-League schools were invited to participate in 
the study. The data collected using the Decision Involve¬ 
ment Analysis were kept confidential. The t test, analysis 
of variance, the Pearson product-moment coefficient of 
correlation, and the stepwise multiple regression analys 
were the statistical tools used to analyze the data. 
CHAPTER V 
ANALYSIS OF DATA 
This chapter presents an analysis of the statistical 
data gathered from surveys administered to teachers in 
twenty-nine elementary, middle, and high schools in the 
Atlanta Public Schools district, thirteen of which were 
classified as League schools and sixteen as non-League 
schools. The purpose of this study was to ascertain 
empirically information relating to decision involvement and 
job satisfaction of teachers in these two different cate¬ 
gories of schools. The model in Chapter III showed the 
relationships among the variables. The instrument used to 
collect the data for this research was a modified version of 
the Decision Involvement Analysis (DIA), which was validated 
for use in this research. 
The survey instrument was divided into three parts: 
Part I, the Decision Involvement Analysis; Part II, the Job 
Satisfaction Survey; and Part III, which sought demographic 
information. A Likert-type response mode was used for Parts 
I and II. 
The response mode for decisional issues was: 1 = No 
Involvement, 2 = Little Involvement, 3 = Some Involvement, 
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and 4 = Great Involvement. Data for decisional issues were 
interpreted in terms of mean scores as follows: 1.00 to 
1.50 = No Involvement, 1.51 to 2.50 = Little Involvement, 
2.51 to 3.50 = Some Involvement, and 3.51 to 4.00 = Great 
Involvement. 
The response mode for satisfaction issues was: 1 = 
Very Dissatisfied, 2 = Dissatisfied, 3 = Satisfied, and 4 = 
Very Satisfied. Data for satisfaction issues were inter¬ 
preted in terms of mean scores as follows: 1.00 to 1.50 = 
Very Dissatisfied, 1.51 to 2.50 = Dissatisfied, 2.51 to 
3.50 = Satisfied, and 3.51 to 4.00 = Very Satisfied. 
Surveys were distributed to eighteen elementary 
schools, seven middle schools, and four high schools in the 
Atlanta Public Schools district. A total of 1,083 question¬ 
naires were distributed to the twenty-nine schools partici¬ 
pating in the study. Of this number, 545 properly completed 
questionnaires were received from teachers. This repre¬ 
sented a response rate of approximately 50 percent. 
Tables included in this chapter describe the data 
and findings therein. Each null hypothesis is stated and 
data analyzed, accompanied by a table which illustrates the 
results 
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Testing the Null Hypotheses 
Hypothesis 1: There is no significant difference in 
decision involvement for teachers in League schools and non- 
League schools. 
A t test was used to test this hypothesis. Table 2 
presents the descriptive data for decision involvement in 
League schools and non-League schools. 
Table 2.—Descriptive Data for Decision Involvement in 
League Schools and Non-League Schools 
Decision 
Involvement n Mean SD SE 
League 166 2.4539 .833 .065 
Non-League 269 2.1563 .550 .034 
The frequency for League schools was 166, with a 
mean of 2.4539, a standard deviation of .833, and a standard 
error of measurement of .065. The frequency for non-League 
schools was 269, with a mean of 2.1563, a standard deviation 
of .550, and a standard error of measurement of .034. The 
mean score for League schools was higher than the mean score 
for non-League schools, which indicates a significant 
difference favoring League schools. However, despite this 
significance, both means indicate that teachers in the two 
categories of schools had little involvement in decision 
making. 
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Table 3 presents the results of the t test. The t 
value was 4.49 with 433 degrees of freedom. The two-tail 
significance was .000, which was highly significant at the 
.01 level and indicates that the probability of this result 
occurring by chance is 1 in 1,000. 
Table 3.—t Test for Decision Involvement for Teachers in 
League Schools and Non-League Schools 





Equal 4.49 433 .000 .066 
Results of the t test show that a significant 
difference was found in decision involvement for teachers 
in League schools as compared to teachers in non-League 
schools. Therefore, Hypothesis 1 was rejected. 
Hypothesis 2: There is no significant difference in 
the level of job satisfaction among teachers in League 
schools and non-League schools. 
A t test was used to test this hypothesis. Table 4 
presents the descriptive data for the level of job satis¬ 
faction for teachers in League schools and non-League 
schools. The frequency for League schools was 169 with a 
mean of 2.6873, a standard deviation of .485, and a standard 
error of measurement of .037. The frequency for non-League 
schools was 259 with a mean of 2.6474, a standard deviation 
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Table 4.—Descriptive Data for the Level of Job Satisfaction 
for Teachers in League Schools and Non-League Schools 
Level of Job 
Satisfaction n Mean SD SE 
League 169 2 .6873 .485 .037 
Non-League 259 2 .6474 .472 .029 
of .472, and a standard error of measurement of .029. The 
means for League schools and non-League schools indicate 
that teachers in both categories of schools were equally 
satisfied in their jobs. 
Table 5 presents the t test results. The t value 
was .85 with 246 degrees of freedom. The two-tail signifi¬ 
cance was .398, which was not statistically significant. 
Table 5.—t Test for Level of Job Satisfaction of Teachers 
in League Schools and Non-League Schools 
2-Tail SE of 
Variance t Value df Significance Difference 
Equal 
in 
00 • 426 .398 .047 
The results of the t test indicate that teachers in 
both categories of schools did not differ in job satisfac¬ 
tion. Thus, Hypothesis 2 was accepted. 
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Hypothesis 3: There is no significant difference in 
decision involvement for teachers in League schools. 
To test this hypothesis, an analysis of variance 
(ANOVA) was used to determine the extent of decision 
involvement in League schools. Table 6 presents the 
descriptive data. 
Table 6.—Descriptive Data for Decision Involvement for 
Teachers in League Schools 
School 
Number Frequency Mean SD SE 
1 13 2.6953 .7804 .2165 
2 9 2.4316 .5141 .1714 
3 8 2.1346 .4799 .1697 
4 11 2.4196 .5255 .1584 
5 36 2.5299 .5352 .0892 
6 15 2.7077 .6789 .1753 
7 16 2.5024 .4936 .1234 
17 7 2.0385 .5556 .2100 
18 10 2.6808 .6449 .2039 
19 25 2.4385 1 .6439 .3288 
24 29 2.0928 .6005 .1115 
26 11 2.0210 .4664 .1406 
29 23 1.8168 .4137 .0863 
Total 213 2 .3431 .8055 .0552 
The total frequency was 213 with a total mean of 
2.3431, which indicated that teachers in League schools 
have little involvement in decision making. The standard 
deviation was .8055, and the standard error of measurement 
was .0552. The data show that School 6 had the highest mean 
of 2.7707, indicating some involvement in decision making. 
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School 29 had the lowest mean of 1.8161, indicating little 
involvement in decision making. Among the League schools, 
four of them or 31 percent indicated some involvement in 
decision making, while nine schools or 69 percent indicated 
little involvement. 
Table 7 presents the analysis of variance. The F 
probability was .0072, which was statistically significant. 
However, the Scheffe multiple comparison test failed to 
identify between which schools the significant difference 
lay. Despite this, however, Hypothesis 3 was rejected as 
the level of significance was beyond the .05 level. 















Between Groups 12 17 .1150 1.4262 2.3687 .0072 
Within Groups 200 120 .4230 .6021 
Total 212 137 .5379 
Hypothesis 4; There is no significant difference in 
decision involvement for teachers in non-League schools. 
To test this hypothesis, the analysis of variance 
was used. The Scheffe multiple comparison test was used 
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to denote significance between any two schools. The 
descriptive data for decision involvement in non-League 
schools are presented in table 8. 
Table 8.—Descriptive Data for Decision Involvement for 
Teachers in Non-League Schools 
School 
Number Frequency Mean SD SE 
8 18 2.0962 .5010 .1181 
9 8 2.3173 .5667 .2003 
10 9 2.4017 .4094 .1365 
11 15 2 .3154 .4731 .1222 
12 13 2 .1923 .5037 .1397 
13 11 2.1993 .5225 .1575 
14 7 2.2033 .2368 .0895 
15 20 2.2942 .5095 .1139 
16 19 2.0931 .6661 .1528 
20 12 2 .0481 .3926 .1133 
21 15 2.1385 .6575 .1698 
22 14 1.8214 .5157 .1378 
23 20 1.9346 .5687 .1272 
25 18 2.5021 .4026 .0949 
27 18 2.5171 .5563 .1311 
28 5 2.1462 .4480 .2004 
Total 222 2.1996 .5410 .0363 
The total frequency was 222 with a total mean of 
2.1996, which indicated that teachers in non-League schools 
had little involvement in decision making. The standard 
deviation was .5410, and the standard error of measurement 
was .0363. The data show that School 27 had the highest 
mean of 2.5171, indicating some involvement in decision 
making. School 14 had the lowest mean of 1.8214, indicating 
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little involvement. Among the group, fifteen schools or 94 
percent indicated little involvement in decision making, 
while one school or 6 percent indicated some involvement. 
Table 9 presents the analysis of variance. The F 
probability was statistically significant. However, the 
Scheffe multiple comparison test failed to identify between 
which two schools the significance lay. Despite this, 
however, Hypothesis 4 was rejected as the level of signifi¬ 
cance was beyond the .05 level. 
Table 9.—Analysis of Variance for Decision Involvement for 










Between Groups 15 8.4819 .5655 2.0730 .0124 
Within Groups 206 56.1898 .2728 
Total 221 64.6717 
Hypothesis 5; There is no significant difference 
in the level of job satisfaction for teachers in League 
schools. 
To test this hypothesis, the analysis of variance 
was used. The Scheffe multiple comparison test was used to 
determine significance between any two schools. 
Table 10 presents the descriptive data for job 
satisfaction for teachers in League schools. The total 
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Table 10.—Descriptive Data for Job Satisfaction Among 
Teachers in League Schools 
School 
Number Frequency Mean SD SE 
1 11 3.1919 .6027 .1817 
2 10 2.5519 .3379 .1068 
3 8 2 .7824 .3345 .1183 
4 10 3.0370 .3724 .1178 
5 37 2.5866 .4238 .0697 
6 14 2.7857 .5681 .1518 
7 16 2.6273 .3911 .0967 
17 10 2.7074 .3863 .1221 
18 13 3 .0997 .3790 .1051 
19 25 2.4444 .3515 .0703 
24 26 2.8761 .4458 .0874 
26 10 2 .2852 .5474 .1731 
29 21 2.3951 .4391 .0958 
Total 211 2.6844 .4883 .0336 
frequency was 211 with a total mean of 2.6844, indicating 
that teachers in League schools were satisfied with their 
jobs. The standard deviation was .4883, and the standard 
error of measurement was .0336. The data show that School 1 
had the highest mean of 3.1919 which denoted satisfaction, 
while School 26 had the lowest mean of 2.2852, indicating 
dissatisfaction. Ten of the thirteen schools or 77 percent 
indicated teachers were satisfied with their jobs. Three 
schools or 23 percent reported teachers were dissatisfied 
with their jobs. 
Table 11 presents the analysis of variance. The 
data show the F probability to be .0000 for job satisfaction 
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Table 11.—Analysis of Variance for Job Satisfaction Among 










Between Groups 12 12.8733 1 .0728 5.7101 .0000 
Within Groups 198 37 .1990 .1879 
Total 210 50 .0722 
among teachers in League schools, which was highly signifi- 
cant and indicated that the probability of this result 
occurring by chance is 1 in 10,000. Thus, Hypothesis 5 was 
rejected. 
Table 12 shows the results of the Scheffe multiple 
comparison test. In closer examination, the Scheffe test 
showed significant differences between School 1 and Schools 
26, 29, and 19. Teachers in School 1 had a mean score of 
3.1919, which indicated that they were more satisfied in 
their jobs than teachers in Schools 26, 29, and 19, who had 
mean scores of 2.2852, 2.3951, and 2.4444, respectively, and 
indicated they were dissatisfied in their jobs as compared 
to teachers in School 1. 
Hypothesis 6: There is no significant difference 
in the level of job satisfaction for teachers in non-League 
schools 
Table 12.—Results of the Scheffe Multiple Comparison Test 
for Job Satisfaction Among Teachers in League Schools 
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Mean School Number School Type 
2.2852 26* Middle 
2.3951 29* High 
2.4444 19* Middle 
2.5519 2 
2.5866 5 
2 .6273 7 






3 .1919 1* Elementary 
♦Indicates significant differences. 
To test this hypothesis, an analysis of variance was 
used. The Scheffe multiple comparison test was used to 
denote significant differences between any two schools. 
Table 13 presents the descriptive data for job 
satisfaction for teachers in non-League schools. The total 
frequency was 217 with a total mean of 2.6424, indicating 
that teachers in non-League schools were satisfied with 
their jobs. The standard deviation was .4652, and the 
standard error of measurement was .0316. The data show 
that School 25 had the highest mean of 3.1429, indicating 
teachers in that school were more satisfied in their jobs 
than teachers in the other schools in this category. School 
14 had the lowest mean of 2.3210, indicating teachers in 
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Table 13.—Descriptive Data for Job Satisfaction Among 
Teachers in Non-League Schools 
School 
Number Frequency Mean SD SE 
8 22 2.5455 .4520 .0964 
9 9 2 .8354 .4589 .1530 
10 14 3.0291 .3591 .0960 
11 15 2.8815 .4021 .1038 
12 11 2.6869 .3392 .1023 
13 10 2.7963 .4062 .1284 
14 3 2 .3210 .2601 .1502 
15 19 2.8090 .3737 .0857 
16 19 3.4815 .4541 .1039 
20 15 2.4716 .4623 .1194 
21 15 2.4198 .4947 .1277 
22 12 2.4969 .6262 .1808 
23 15 2.4346 .4070 .1051 
25 14 2.1429 .2333 .0623 
27 19 2.3470 .2220 .0509 
28 5 2.5630 .4592 .2053 
Total 217 2.6424 .4652 .0316 
that school as the most dissatisfied in their jobs among 
teachers in this category. Nine of sixteen schools or 56 
percent reported that teachers were satisfied with their 
jobs. Seven schools or 44 percent reported that teachers 
were dissatisfied with their jobs. 
Table 14 presents the analysis of variance. The F 
probability of .0000 for job satisfaction among teachers in 
non-League schools was highly significant, indicating that 
the probability of this result occurring by chance is 1 in 
10,000. Thus, Hypothesis 6 was rejected. 
Table 14.—Analysis of Variance for Job Satisfaction Among 











Between Groups 15 12.3598 .8240 4.8166 .0000 
Within Groups 201 34.3852 .1711 
Total 216 46 .7450 
Table 15 presents the results of the Scheffe test. 
A closer analysis based on the results of the Scheffe 
multiple comparison test showed significant differences 
between School 25 and School 27. The mean for School 25 was 
3.1429, which indicated teachers in that school were more 
satisfied in their jobs than teachers in School 27. The 
mean for teachers in School 27 was 2.3470, indicating they 
were the most dissatisfied in their jobs as compared to 
School 27. 
Hypothesis 7; There is no significant difference in 
decision involvement for teachers in League schools and non- 
League schools in terms of (a) age, (b) gender, (c) years of 
experience, and (d) school type. 
To test this hypothesis, an analysis of variance was 
used for age, gender, years of experience, and school type 
The Scheffe multiple comparison test was used to find the 
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Table 15.—Results of the Scheffe Multiple Comparison Test 
for Job Satisfaction Among Teachers in Non-League Schools 
Mean School Number School Type 
2.3210 14 
2 .3470 27* 
2.4198 21 















♦Indicates significant differences. 
significance between any two groups for the factor of school 
type. 
The results for the analysis of variance are dis¬ 
played in table 16. The data show no significant differ¬ 
ences were found for age, gender, and years of experience. 
However, a significant difference was found for school type. 
Results of the Scheffe multiple comparison test to 
determine differences which existed between any two groups 
for the variable school type are displayed in table 17. 
Results indicate that although the mean scores were in 
the category of little involvement, teachers in League and 
non-League elementary schools showed significantly more 
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Table 16.—Results of One-Way Analysis of Variance for 
Decision Involvement for Teachers in League Schools and Non- 
League Schools in Terms of Age, Gender, Years of Experience, 
and School Type 
Variable n Mean SD df Prob. 
Age 401 2.2551 .6930 396 .7069 
Gender 410 2.2618 .6912 409 .2668 
Experience 400 2.2579 .6856 395 .1280 
School Type 434 2.2698 .6864 432 .0000* 
♦Significant beyond .05. 
Table 17.—Results of the Scheffe Multiple Comparison Test 
for Decision Involvement for Teachers in League Schools and 
Non-League Schools in Terms of School Type 
Mean School Type Mean School Type 
1.9378 High* 2.3829 Elementary* 
2.2548 Middle* 
♦Indicates significant differences. 
involvement in decision making than teachers in League and 
non-League high schools. League and non-League middle 
school teachers showed significantly more involvement in 
decision making than League or non-League high school 
teachers. 
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The combined data show that no significant differ¬ 
ences were found with regard to decision involvement in 
terms of age, gender, or years of experience for teachers in 
League and non-League schools. However, significant differ¬ 
ences were found for the variable school type. The level of 
significance was .0000, which indicates that the probability 
of this result occurring by chance is 1 in 10,000. This 
result indicates that teachers in League and non-League 
schools differed significantly in their involvement in 
decision making. Thus, Hypothesis 7 was rejected. 
Hypothesis 8; There is no significant difference in 
the level of job satisfaction among teachers in League 
schools and non-League schools in terms of (a) age, (b) 
gender, (c) years of experience, and (d) school type. 
To test this hypothesis, an analysis of variance was 
used for age, gender, years of experience, and school type. 
The Scheffe multiple comparison test was used to find the 
significance between any two groups for the factors of age 
and school type. 
The results for the analysis of variance are dis¬ 
played in table 18. The data show significant differences 
for age, gender, and school type. Because gender included 
only two groups, the Scheffe test was not applicable. 
However, based on the descriptive data generated from the 
ANOVA, the mean for males was 2.8154, slightly higher than 
the mean of 2.6387 for females. 
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Table 18.—Results of One-Way Analysis of Variance for Level 
of Job Satisfaction Among Teachers in League Schools and 
Non-League Schools in Terms of Age, Gender, Years of 
Experience, and School Type 
Variable n Mean SD df Prob. 
Age 398 2.6683 .4826 393 .0052* 
Gender 406 2.6657 .4792 404 .0074* 
Experience 399 2.6738 .4807 393 .0269 
School Type 428 2.6631 .4766 425 .0043* 
♦Significant beyond .05. 
The results of the Scheffe multiple comparison test 
for age are displayed in table 19. The Scheffe test indi¬ 
cated significant differences between Group 4 (ages 50-59) 
and Group 3 (ages 40-49) . The data show that teachers in 
the age range of 50-59 have a higher degree of job satis¬ 
faction than teachers in the age range of 40-49. 
Table 19.—Results of the Scheffe Multiple Comparison Test 
for Teachers' Job Satisfaction in League Schools and Non- 
League Schools in Terms of Age 
Mean Group Age 
2.5813 3* 40-49 
2.6328 1 20-29 
2.6671 2 30-39 
2.7111 5 60 + 
2.8223 4* 50-59 
♦Indicates significant differences 
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The results of the Scheffe multiple comparison test 
for school type are displayed in table 20. The Scheffe test 
showed that there is a slightly higher level of job satis¬ 
faction among teachers who work in elementary schools than 
those who work in middle schools for both League and non- 
League schools. 
Table 20.—Results of the Scheffe Multiple Comparison Test 
for Teachers' Job Satisfaction in League Schools and Non- 
League Schools in Terms of School Type 
Mean Group School Type 
2.5540 2* Middle 
2.5886 3 High 
2 .7231 1* Elementary 
♦Indicates significant differences. 
In analyzing the data for the total sample for 
teachers' job satisfaction in League schools and non-League 
schools in terms of age, gender, years of experience, and 
school type, three of the four factors were found to be 
statistically significant. The level of significance for 
age was .0052, which indicates that the probability of this 
result occurring by chance is 52 in 1,000. The level of 
significance for gender was .0074, which indicates that the 
probability of this result occurring by chance is 74 in 
1,000. The level of significance for school type was .0043, 
which indicates that the probability of this result 
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occurring by chance is 43 in 1,000. Hypothesis 8 was 
rejected since there were significant differences in the 
three moderator variables of age, gender, and school type. 
Hypothesis 9: There is no significant difference in 
decision involvement for teachers in League schools in terms 
of (a) age, (b) gender, (c) years of experience, and (d) 
school type. 
To test this hypothesis, an analysis of variance was 
used for age, gender, years of experience, and school type. 
The Scheffe multiple comparison test was used to find the 
significance between any two groups for the factor of school 
type. 
The results of the analysis of variance are dis¬ 
played in table 21. The data show no significant differ¬ 
ences were found for age, gender, or years of experience. 
However, a significant difference was found for school 
type. 
Table 21.—Results of One-Way Analysis of Variance for 
Decision Involvement for Teachers in League Schools in Terms 
of Age, Gender, Years of Experience, and School Type 
Variable n Mean SD df Prob. 
Age 194 2.3448 .8214 189 .9699 
Gender 201 2.3592 .8158 199 .0712 
Experience 197 2.3469 .8170 191 .1842 
School Type 213 2.3431 .8055 210 .0002* 
♦Significant beyond .05. 
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The results of the Scheffe test to determine differ¬ 
ences which existed between any two groups for the variable 
school type are displayed in table 22. Results indicate 
that although the mean scores were in the category of little 
involvement, teachers in League elementary schools showed 
significantly more involvement in decision making than did 
League high school teachers. League middle school teachers 
showed more involvement than League high school teachers. 
Table 22.—Results of the Scheffe Multiple Comparison Test 
for Decision Involvement for Teachers in League Schools in 
Terms of School Type 
Mean Group School Type 
1.9704 3* High 
2 .3447 2* Middle 
2.5217 1* Elementary 
♦Indicates significant differences. 
The combined data show that no significant differ¬ 
ences were found with regard to decision involvement in 
terms of age, gender, and years of experience for teachers 
in League schools. However, significant differences were 
found for the variable of school type. The level of 
significance was .0002, which indicates that the probability 
of this result occurring by chance is 2 in 10,000. This 
result indicates that teachers in League schools differed 
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significantly in their involvement in decision making based 
on school type. Thus, Hypothesis 9 was rejected. 
Hypothesis 10; There is no significant difference 
in decision involvement for teachers in non-League schools 
in terms of (a) age, (b) gender, (c) years of experience, 
and (d) school type. 
To test this hypothesis, an analysis of variance was 
used for age, gender, years of experience, and school type. 
The Scheffe multiple comparison test was used to find the 
significance between any two groups for the factor of school 
type. 
The results for the analysis of variance are dis¬ 
played in table 23. The data show no significant differ¬ 
ences were found for age, gender, or years of experience. 
However, a significant difference was found for school type. 
Table 23.—Results of One-Way Analysis of Variance for 
Decision Involvement for Teachers in Non-League Schools in 
Terms of Age, Gender, Years of Experience, and School Type 
Variable n Mean SD df Prob. 
Age 207 2.1711 .5346 202 .3291 
Gender 210 2.1687 .5314 208 .6888 
Experience 204 2.1719 .5164 198 .0942 
School Type 222 2.1996 .5410 219 .0002* 
♦Significant beyond .05. 
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The results of the Scheffe multiple comparison test 
to determine differences which existed between any two 
groups for the variable school type are displayed in table 
24. Results indicate that although the mean scores were in 
the category of little involvement, teachers in non-League 
elementary schools showed significantly more involvement 
than did non-League high school teachers. 
Table 24.—Results of the Scheffe Multiple Comparison Test 
for Decision Involvement for Teachers in Non-League Schools 
in Terms of School Type 
Mean Group School Type 
1.8880 3* High 
2 .1058 2* Middle 
2 .2867 1* Elementary 
♦Indicates significant differences. 
The combined data show that no significant differ¬ 
ences were found with regard to decision involvement in 
terms of age, gender, or years of experience for teachers 
in non-League schools. However, significant differences 
were found for the variable of school type. The level of 
significance was .0002, which indicates that the probability 
of this result occurring by chance is 2 in 10,000. This 
result indicates that teachers in non-League elementary 
schools and high schools differed significantly in their 
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involvement in decision making. Thus, Hypothesis 10 was 
rejected. 
Hypothesis 11: There is no significant difference 
in the level of job satisfaction among teachers in League 
schools in terms of (a) age, (b) gender, (c) years of 
experience, and (d) school type. 
To test this hypothesis, an analysis of variance was 
used for age, gender, years of experience, and school type. 
The results for the analysis of variance are shown in table 
25. 
Table 25.—Results of One-Way Analysis of Variance for the 
Level of Job Satisfaction Among Teachers in League Schools 
in Terms of Age, Gender, Years of Experience, and School 
Type 
Variable n Mean SD df Prob. 
Age 195 2.6862 .4931 190 .0628 
Gender 200 2.6826 .4875 198 .2287 
Experience 197 2.6892 .4917 191 .1470 
School Type 211 2.6844 .4883 208 .2657 
The ANOVA data show no significant differences for 
age, gender , years of experience, or school type. The means 
for each variable indicated teachers in League schools were 
satisfied in their jobs based on their ages, gender, years 
of experience, and the type of schools in which they worked. 
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Thus, Hypothesis 11 was accepted, since there were no 
significant differences found among the moderator variables. 
Hypothesis 12: There is no significant difference 
in the level of job satisfaction among teachers in non- 
League schools in terms of (a) age, (b) gender, (c) years of 
experience, and (d) school type. 
To test this hypothesis, an analysis of variance was 
used for age, gender, years of experience, and school type. 
The Scheffe multiple comparison test was used to find the 
significance between any two groups. 
Table 26 shows the results of the analysis of vari¬ 
ance. The data show no significant differences were found 
for age and years of experience. However, significant 
differences were found for gender and school type. 
Table 26.—Results of One-Way Analysis of Variance for the 
Level of Job Satisfaction Among Teachers in Non-League 
Schools in Terms of Age, Gender, Years of Experience, and 
School Type 
Variable n Mean SD df Prob. 
Age 202 2.6512 .4729 198 .1780 
Gender 206 2.6492 .4716 204 .0067* 
Experience 201 2.6588 .4704 196 .1996 
School Type 216 2.6424 .4652 214 .0013* 
♦Significant beyond the .05 level. 
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The Scheffe test was not applicable for gender 
because there were only two groups. However, based on the 
descriptive data run from the ANOVA, the mean for males was 
2.9057, which was slightly higher than the mean of 2.6186 
for females. 
Table 27 shows the results of the Scheffe multiple 
comparison test to determine differences which existed 
between any two groups for the variable of school type. 
Results show significant differences between elementary 
schools whose teachers indicated satisfaction and middle and 
high school teachers who registered dissatisfaction in their 
jobs based on school type. 
Table 27.—Results of the Scheffe Multiple Comparison Test 
for Job Satisfaction Among Teachers in Non-League Schools 
in Terms of School Type 
Mean Group School Type 
2.4623 3* High 
2.4624 2* Middle 
2.7145 1* Elementary 
♦Indicates significant differences. 
The combined data show there were no significant 
findings for age or years of experience. There were 
significant findings for the variables of gender and school 
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type. The level of significance for gender was .0067, which 
indicates that the probability of this result occurring 
by chance is 67 in 1,000. The level of significance for 
school type was .0013, which indicates that the probability 
of this result ocurring by chance is 13 in 1,000. These 
results indicate that there is a significant difference 
in job satisfaction among teachers in non-League schools 
based on gender and school type. Thus, Hypothesis 12 was 
rejected . 
Hypothesis 13: There is no significant relationship 
between decision involvement and job satisfaction for 
teachers in League schools and non-League schools. 
To test this hypothesis, the Pearson product-moment 
correlation coefficient (Pearson r) was used to determine 
the direction and magnitude of correlation between decision 
involvement and job satisfaction for teachers in League and 
non-League schools. Table 28 presents the correlations that 
were computed. 
Table 28.—Pearson Product-Moment Correlation Coefficient 
for the Relationship Between Decision Involvement and Job 
Satisfaction Among Teachers in League Schools and Non-League 
Schools 
Variable df r. Prob. of r. 
Teachers' Job Satisfaction 
vs. 
Decision Involvement 
356 .3910 .000 
86 
The data in table 28 show a highly significant rela¬ 
tionship between decision involvement and job satisfaction 
among teachers in League and non-League schools. The level 
of significance was .000, which indicates that the prob¬ 
ability of this result occurring by chance is 1 in 1,000. 
The data indicate that regardless of school membership, 
teachers who are involved in decision-making activities will 
experience a higher degree of job satisfaction. Thus, 
Hypothesis 13 was rejected. 
Hypothesis 14: There is no significant relationship 
between decision involvement and job satisfaction for 
teachers in League schools. 
To test this hypothesis, the Pearson product-moment 
correlation coefficient was used to determine the direction 
and magnitude of correlation between decision involvement 
and job satisfaction for teachers in League schools. Table 
29 presents the correlations that were computed. 
Table 29.—Pearson Product-Moment Correlation Coefficient 
for the Relationship Between Decision Involvement and Job 
Satisfaction Among Teachers in League Schools 
Variable df r Prob. of r. 
Decision Involvement 
vs. 143 .3567 .000 
Teachers' Job Satisfaction 
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The data in table 29 show a highly significant rela¬ 
tionship between decision involvement and job satisfaction 
among teachers in League schools. The level of significance 
was .000, which indicates that the probability of this 
result occurring by chance is 1 in 1,000. The data show 
that a strong positive relationship exists between involve¬ 
ment in decision making and job satisfaction for teachers 
who work in League schools. This may be interpreted as 
meaning that when teachers choose to participate in decision 
making, they become more satisfied in their jobs as a result 
of their involvement in school governance. Based on the 
findings, Hypothesis 14 was rejected. 
Hypothesis 15: There is no significant relationship 
between decision involvement and job satisfaction for 
teachers in non-League schools. 
To test this hypothesis, the Pearson product-moment 
correlation coefficient was used to determine the direction 
and magnitude of correlation between decision involvement 
and job satisfaction for teachers in non-League schools. 
Table 30 presents the correlations that were computed. 
The data in table 30 show a highly significant rela¬ 
tionship between decision involvement and job satisfaction 
among teachers in non-League schools. The level of signifi¬ 
cance was .000, which indicates that the probability of this 
result occurring by chance is 1 in 1,000. The data show 
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Table 30.—Pearson Product-Moment Correlation Coefficient 
for the Relationship Between Decision Involvement and Job 
Satisfaction Among Teachers in Non-League Schools 
Variable df r. Prob. of r. 
Decision Involvement 
vs. 
Teachers' Job Satisfaction 
178 .4417 .000 
that a strong positive relationship exists between involve¬ 
ment in decision making and job satisfaction for teachers 
who work in non-League schools. This may be interpreted, 
as in the case for teachers in League schools, that when 
teachers choose to participate in decision making, they 
become more satisfied in their jobs as a result of their 
involvement in school governance. Based on the findings, 
Hypothesis 15 was rejected. 
Hypothesis 16; There is no significant relationship 
between decision involvement and job satisfaction for 
teachers in League schools and non-League schools in terms 
of (a) age, (b) gender, (c) years of experience, and (d) 
school type. 
To test this hypothesis, the Pearson product-moment 
correlation coefficient was used to determine the direction 
and magnitude of correlation between decision involvement 
and job satisfaction for teachers in League schools and 
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non-League schools and the moderator variables. Table 31 
presents the descriptive data and correlations that were 
computed. 
Table 31.—Pearson Product-Moment Correlation Coefficient 
for the Relationship Between Decision Involvement and 
Teachers' Job Satisfaction in League Schools and Non-League 
Schools and the Moderator Variables 
Moderator 
Variables n Mean df r. Prob. of r. 
Age 502 2 .7749 401 .0368 .463 
Gender 519 1.8593 413 .0474 .337 
Experience 504 3.4286 401 .0771 .123 
School Type 545 1.5798 435 -.2453 .000 
The data in table 31 show that there is no rela¬ 
tionship between decision involvement and job satisfaction 
and the moderator variables of age, gender, or years of 
experience. There is, however, a highly significant rela¬ 
tionship between the independent and dependent variables 
and school type. The level of significance is .000, which 
indicates that the probability of this result occurring by 
chance is 1 in 1,000. Thus, Hypothesis 16 was rejected. 
Hypothesis 17: There is no significant relationship 
between decision involvement and job satisfaction for 
teachers in League schools in terms of (a) age, (b) gender, 
(c) years of experience, and (d) school type. 
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To test this hypothesis, the Pearson product-moment 
correlation coefficient was used to determine the direction 
and magnitude of correlation between decision involvement 
and job satisfaction for teachers in League schools and the 
moderator variables. Table 32 presents the descriptive data 
and correlations that were computed. 
Table 32.—Pearson Product-Moment Correlation Coefficient 
for the Relationship Between Decision Involvement and 
Teachers' Job Satisfaction in League Schools and the 
Moderator Variables 
Moderator 
Variables n Mean df Prob. of r. 
Age 239 2.2698 194 .0323 .655 
Gender 248 1.8065 203 .1089 .122 
Experience 242 3.2727 197 .0718 .316 
School Type 260 1.7538 218 -.2736 .000 
The data in table 32 show that there is no rela¬ 
tionship between decision involvement and job satisfaction 
and the moderator variables of age, gender, or years of 
experience. There is, however, a highly significant rela¬ 
tionship between the independent and dependent variables 
and school type. The level of significance is .000, which 
indicates that the probability of this result occurring by 
chance is 1 in 1,000. Thus, Hypothesis 17 was rejected. 
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Hypothesis 18; There is no significant relationship 
between decision involvement and job satisfaction for 
teachers in non-League schools in terms of (a) age, (b) 
gender, (c) years of experience, and (d) school type. 
To test this hypothesis, the Pearson product-moment 
correlation coefficient was used to determine the direction 
and magnitude of correlation between decision involvement 
and job satisfaction for teachers in non-League schools and 
the moderator variables. Table 33 presents the descriptive 
data and correlations that were computed. 
Table 33.—Pearson Product-Moment Correlation Coefficient 
for the Relationship Between Decision Involvement and 
Teachers' Job Satisfaction in Non-League Schools and the 
Moderator Variables 
Moderator 
Variables n Mean df Prob. of 
Age 263 2 .7985 207 .0461 .509 
Gender 271 1.9077 210 .0278 .696 
Experience 262 3.5725 204 .1134 .106 
School Type 285 1 .4211 222 -.2713 .000 
The data in table 33 show that there is no rela¬ 
tionship between decision involvement and job satisfaction 
and the moderator variables of age, gender, or years of 
experience. There is, however, a highly significant rela¬ 
tionship between the independent and dependent variables 
92 
and school type. The level of significance is .000, which 
indicates that the probability of this result occurring by 
chance is 1 in 1,000. Thus, Hypothesis 18 was rejected. 
Hypothesis 19: There is no statistically signifi¬ 
cant relative influence of the moderator variables on 
decision involvement for teachers in League schools and 
non-League schools. 
The stepwise multiple regression analysis (R) was 
the statistical tool used to test this hypothesis. The 
results of the stepwise multiple regression analysis for the 
relationship between decision involvement and the moderator 
variables in League schools and non-League schools are shown 
in table 34. 
Table 34.—Results of Stepwise Multiple Regression Analysis 
for Decision Involvement and the Moderator Variables in 
League and Non- League Schools 
Factor R R2 
Additional % 
of Variance 
Explained F £ 
School Type .21858 .04778 4.7780 19.71769 .0000 
Note: Variables not in the equation were Age, Gender, and 
Years of Experience. 
The factors of age, gender, and years of experience 
were not in the equation. Therefore, no statistically 
significant relative influence of age, gender, or years of 
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experience upon decision involvement for this study was 
found. 
The factor of school type was found to have signifi¬ 
cant relative influence upon decision involvement. The 
multiple R was .21858. The R square was .04778. Thus, 
4.7780 percent of the variance that occurred could be 
attributed to school type. The F ratio was 19.71769. The F 
probability was .0000, which was statistically significant 
and indicates that the probability of this result occurring 
by chance is 1 in 10,000. Thus, Hypothesis 19 was rejected. 
The data in table 34 show in the stepwise regression 
model that decision involvement is most strongly influenced 
by school type. The factors of age, gender, and years of 
experience did not have a significant influence on decision 
involvement. 
Hypothesis 20: There is no statistically signifi¬ 
cant relative influence of the moderator variables on the 
level of job satisfaction for teachers in League schools and 
non-League schools. 
The stepwise multiple regression analysis was the 
statistical tool used to test this hypothesis. Table 35 
shows the results of the stepwise multiple regression 
analysis for the relationship between teacher job satisfac¬ 
tion and the moderator variables in League schools and non- 
League schools. 
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Table 35.—Results of Stepwise Multiple Regression Analysis 
for Teacher Job Satisfaction and the Moderator Variables in 
League and Non-League Schools 
Factor R R2 
Additional % 
of Variance 
Explained F E 
School Type .14275 .02038 2 .03800 8.13344 .0046 
Gender .20167 .04067 .02029 8.26709 .0003 
Age .23433 .05491 -.01424 7.53395 .0001 
Note: Variable not in the equation was Years of Experience. 
The factor of years of experience was not included 
in the equation. Therefore, no statistically significant 
relative influence of years of experience upon teacher job 
satisfaction for this study was found. 
The combined factors of school type, gender, and age 
were found to have significant relative influence on teacher 
job satisfaction. The multiple R for the first factor 
loaded into the model, school type, was .14275. The R 
square was .02038. Thus, 2.038 percent of the variance that 
occurred for teacher job satisfaction could be attributed to 
school type. The F ratio was 8.13344. The F probability 
was .0046, which was statistically significant and indicates 
that the probability of this result occurring by chance is 
46 in 10,000. 
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The second factor, gender, had a multiple R of 
.20167. The R square was .04067. The attributable variance 
was increased by .02029 by the addition of gender to the 
model. The F ratio was 8.26709. The F probability was 
.0003, which was statistically significant and indicates 
that the probability of this result occurring by chance is 3 
in 10,000. 
The third factor, age, had a multiple R of .23433. 
The R square was .05491. The attributable variance was 
increased by -.01424 by the addition of age to the model. 
The F ratio was 7.53395. The F probability was .0001, which 
was statistically significant and indicates that the prob¬ 
ability of this result occurring by chance is 1 in 10,000. 
Based on the findings for school type, gender, and age, 
Hypothesis 20 was rejected. 
The data in table 35 show in the stepwise multiple 
regression model that teacher job satisfaction is most 
strongly influenced by school type. Gender is the second 
ranked significant influence, followed by age. The factor 
of years of experience was not significant with regard to 
teacher job satisfaction. 
Hypothesis 21: There is no statistically signifi¬ 
cant relative influence of the moderator variables on 
decision involvement for teachers in League schools. 
The stepwise multiple regression analysis was the 
statistical tool used to test this hypothesis. Table 36 
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Table 36.—Results of Stepwise Multiple Regression Analysis 
for Decision Involvement and the Moderator Variables in 
League Schools 
Factor R R2 
Additional % 
of Variance 
Explained F R 
School Type .24373 .05940 5.9400 12.06267 .0006 
Note: Variables not in the equation were Age, Gender, and 
Years of Experience. 
shows the results of the stepwise multiple regression 
analysis for the relationship between decision involvement 
and the moderator variables in League schools. 
The factors age, gender, and years of experience 
were not included in the equation and therefore had no 
significant relative influence on decision involvement in 
League schools. School type was found to have significant 
relative influence on decision involvement. The multiple R 
for the factor of school type was .24373. The R square was 
.05940. Thus, 5.9400 percent of the variance that occurred 
for decision involvement could be attributed to school type. 
The F ratio was 12.06267. The F probability was .0006, 
which was statistically significant and indicates that the 
probability of this result occurring by chance is 6 in 
10,000. Thus, Hypothesis 21 was rejected. The data in 
table 36 show that decision involvement in League schools is 
most strongly influenced by school type. 
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Hypothesis 22; There is no statistically signifi¬ 
cant relative influence of the moderator variables on 
decision involvement for teachers in non-League schools. 
The stepwise multiple regression analysis was the 
statistical tool used to test this hypothesis. Table 37 
shows the results of the stepwise multiple regression 
analysis for the relationship between decision involvement 
and the moderator variables in non-League schools. 
Table 37.—Results of Stepwise Multiple Regression Analysis 
for Decision Involvement and the Moderator Variables in 
Non-League Schools 
Factor R R2 
Additional % 
of Variance 
Explained F E 
School Type .25887 .06701 6.7010 14.36555 .0002 
Note: Variables not in the equation were Age, Gender, and 
Years of Experience. 
The factors of age, gender, and years of experience 
were not included in the equation and therefore had no 
significant relative influence on decision involvement 
in non-League schools. School type was found to have 
significant relative influence on decision involvement. The 
multiple R for the factor of school type was .25887. The R 
square was .06701. Thus, 6.7010 percent of the variance 
that occurred for decision involvement could be attributed 
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to school type. The F ratio was 14.36555. The F prob¬ 
ability was .0002, which was statistically significant and 
indicates that the probability of this result occurring by 
chance is 2 in 10,000. Thus, Hypothesis 22 was rejected. 
The data in table 37 show that decision involvement in non- 
League schools is most strongly influenced by school type. 
Hypothesis 23: There is no statistically signifi¬ 
cant relative influence of the moderator variables on job 
satisfaction for teachers in League schools. 
The stepwise multiple regression analysis was the 
statistical tool used to test this hypothesis. Results of 
the analysis revealed that no variables that were entered 
into the equation were removed. Thus, there was no 
significant relative influence of the moderator variables 
on teacher job satisfaction in League schools. Therefore, 
Hypothesis 23 was accepted. 
Hypothesis 24; There is no statistically signifi¬ 
cant relative influence of the moderator variables on job 
satisfaction for teachers in non-League schools. 
The stepwise multiple regression analysis was the 
statistical tool used to test this hypothesis. Table 38 
shows the results of the stepwise multiple regression 
analysis for the relationship between job satisfaction and 
the moderator variables in non-League schools. 
The factor of age was not included in the equation 
and therefore had no significant relative influence on job 
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Table 38.—Results of Stepwise Multiple Regression Analysis 
for Job Satisfaction and the Moderator Variables in Non- 
League Schools 
Factor R R2 
Additional % 
of Variance 
Explained F E 
School Type .24976 .06238 6 .23800 13.10690 .0004 
Gender .33246 .11053 -.04815 12.17788 .0000 
Experience .36019 .12974 -.01921 9.69020 .0000 
Note; Variable not in the equation was Age. 
satisfaction in non-League schools. School type was found 
to have a significant relative influence on job satisfac¬ 
tion. The multiple R for school type was .24976. The R 
square was .06238. Thus, 6.2380 percent of the variance 
that occurred for job satisfaction could be attributed to 
school type. The F ratio was 13.10690. The F probability 
was .0004, which was statistically significant and indicates 
that the probability of this result occurring by chance is 4 
in 10,000. 
The second factor, gender, had a multiple R of 
.33246. The R square was .11053. The attributable variance 
was increased by -.04815 by the addition of gender to the 
model. The F ratio was 12.17788. The F probability was 
.0000, which was statistically significant and indicates 
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that the probability of this result occurring by chance is 1 
in 10,000. 
The third factor, experience, had a multiple R of 
.36019. The R square was .12974. The attributable variance 
was increased by -.01921 by the addition of experience to 
the model. The F ratio was 9.69020. The F probability was 
.0000, which was statistically significant and indicates 
that the probability of this result occurring by chance is 1 
in 10,000. Based on the findings for school type, gender, 
and years of experience, Hypothesis 24 was rejected. 
The data in table 38 show in the stepwise multiple 
regression model that teacher job satisfaction is most 
strongly influenced by school type. Gender is the second 
ranking significant influence, followed by years of experi¬ 
ence. Age was not a significant factor with regard to 
teacher job satisfaction. 
Summary 
This chapter presented the statistical analyses of 
the data with respect to each null hypothesis and its find¬ 
ings. This study proposed to determine if teacher decision 
involvement and job satisfaction in the League of Profes¬ 
sional Schools were significantly different from schools 
which did not belong to the League. Statistical applica¬ 
tions were used to determine what significant differences, 
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relationships, and relative influences existed with regard 
to the independent, dependent, and moderator variables. 
The tests for the hypotheses were performed by the 
procedures found in the computer programs of the Statistical 
Package for the Social Sciences (SPSS) . The following 
statistical tools were used: the t test, analysis of 
variance, Pearson product-moment correlation coefficient, 
and stepwise multiple regression analysis. 
CHAPTER VI 
FINDINGS, CONLUSIONS, IMPLICATIONS, 
AND RECOMMENDATIONS 
Introduction 
The major purpose of this study was to investigate 
the decision involvement and job satisfaction of teachers in 
the Atlanta League of Professional Schools as compared with 
teachers in selected non-League Atlanta schools. This 
chapter is divided into four parts: Findings, Conclusions, 
Implications, and Recommendations. 
This study was reported in the sequential format 
outlined below: 
Chapter I: Introduction. The first chapter provided 
an overview of the study and the significance of the topic 
investigated. There were other subsections addressed in 
the chapter. Through the introduction, the purpose of the 
study relating to decision involvement and teacher job 
satisfaction was discussed. These factors were studied to 
determine the extent of participation of teachers in the 
decision-making process and the level of satisfaction that 
occurred as a result. 
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The background of the problem gave a history of the 
League of Professional Schools and the philosophy behind 
the organization as a change model for schools to follow. 
The statement of the problem posed the question: Does a 
school's decision involvement have an impact on teacher job 
satisfaction? The significance of the study stated that the 
concept of shared decision making has become a watchword for 
organizational change. It further stated that studying 
schools that used participatory practices and whose teachers 
displayed satisfaction in the workplace could aid in 
addressing problems of teacher burnout and early leave from 
the profession. 
Chapter II: Review of the Literature. The second 
chapter laid the theoretical background and research on 
decision making through a review of decision theory. 
Another domain researched was organizational development 
to relate the study to the notion of change schools must 
experience through shared governance. Quality circles as an 
early forerunner of the decision-making models schools 
practiced was treated in an in-depth manner. The area of 
participative leadership gave the theoretical underpinnings 
for autocratic and democratic styles for the study. Round¬ 
ing out the review was research on motivation, which was 
discussed in relation to teacher job satisfaction. 
Chapter III: Theoretical Framework. The third 
chapter gave the operational definitions of the specific 
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terms used in the study. In addition, each null hypothesis 
was stated. A model was presented which diagrammed the 
relationships among the variables, and the limitations of 
the study were addressed. 
Chapter IVr Methodology and Procedures. The fourth 
chapter presented the methodology and procedures that were 
used to conduct this study. The research was described as 
being causal-comparative in nature and quantitative in 
design. The Atlanta Public Schools district was named as 
the setting for the study. A section on sampling proce¬ 
dures discussed the population for the study, which was 
composed of teachers who worked in the Atlanta Public 
Schools district. The teachers surveyed in the study were 
elementary, middle, and high school teachers from the 
Atlanta League of Professional Schools and selected non- 
League schools. The sample consisted of teachers from 
thirteen League schools and sixteen non-League schools. 
Working with human subjects specified the protocol to be 
used during the study. Permission was requested and granted 
by the school district for the research to proceed. A 
description of the instrument was given. A face validity 
update was conducted to assure the usefulness of the instru¬ 
ment in 1997. The data collection procedures specified how 
the researcher obtained the data. Finally, the statistical 
application was coded to identify the schools and the data 
involved in the research. The Statistical Package for the 
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Social Sciences (SPSS) computer programs were used to 
analyze the data. 
Chapter V; Data Analysis and Interpretation. Chap¬ 
ter V presented data with accompanying analyses of the data 
in terms of the stated null hypotheses. 
Chapter VI; Findings, Conclusions. Implications, and 
Recommendations. In Chapter VI a summary of the findings 
generated by the study is presented. Based on these find¬ 
ings, conclusions, implications, and recommendations, the 
results are submitted for application and interpretation in 
the field of education. 
This research study sought to answer the following 
twenty-four null hypotheses: 
Hypothesis 1: There is no significant difference in 
decision involvement for teachers in League schools and non- 
League schools. 
Hypothesis 2: There is no significant difference in 
the level of job satisfaction among teachers in League 
schools and non-League schools. 
Hypothesis 3: There is no significant difference in 
decision involvement for teachers in League schools. 
Hypothesis 4: There is no significant difference in 
decision involvement for teachers in non-League schools. 
Hypothesis 5: There is no significant difference 
in the level of' job satisfaction for teachers in League 
schools. 
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Hypothesis 6; There is no significant difference 
in the level of job satisfaction for teachers in non-League 
schools. 
Hypothesis 7; There is no significant difference in 
decision involvement for teachers in League schools and non- 
League schools in terms of (a) age, (b) gender, (c) years of 
experience, and (d) school type. 
Hypothesis 8; There is no significant difference in 
the level of job satisfaction among teachers in League 
schools and non-League schools in terms of (a) age, (b) 
gender, (c) years of experience, and (d) school type. 
Hypothesis 9: There is no significant difference in 
decision involvement for teachers in League schools in terms 
of (a) age, (b) gender, (c) years of experience, and (d) 
school type. 
Hypothesis 10: There is no significant difference 
in decision involvement for teachers in non-League schools 
in terms of (a) age, (b) gender, (c) years of experience, 
and (d) school type. 
Hypothesis 11: There is no significant difference 
in the level of job satisfaction among teachers in League 
schools in terms of (a) age, (b) gender, (c) years of 
experience, and (d) school type. 
Hypothesis 12: There is no significant difference 
in the level of job satisfaction among teachers in 
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non-League schools in terms of (a) age, (b) gender, (c) 
years of experience, and (d) school type. 
Hypothesis 13: There is no significant difference 
between decision involvement and job satisfaction for 
teachers in League schools and non-League schools. 
Hypothesis 14: There is no significant difference 
between decision involvement and job satisfaction for 
teachers in League schools. 
Hypothesis 15: There is no significant difference 
between decision involvement and job satisfaction for 
teachers in non-League schools. 
Hypothesis 16; There is no significant difference 
between decision involvement and job satisfaction for 
teachers in League schools and non-League schools in terms 
of (a) age, (b) gender, (c) years of experience, and (d) 
school type. 
Hypothesis 17: There is no significant difference 
between decision involvement and job satisfaction for 
teachers in League schools in terms of (a) age, (b) gender, 
(c) years of experience, and (d) school type. 
Hypothesis 18: There is no significant difference 
between decision involvement and job satisfaction for 
teachers in non-League schools in terms of (a) age, (b) 
gender, (c) years of experience, and (d) school type. 
Hypothesis 19i There is no statistically signifi¬ 
cant relative influence of the moderator variables on 
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decision involvement for teachers in League schools and non- 
League schools. 
Hypothesis 20; There is no statistically signifi¬ 
cant relative influence of the moderator variables on the 
level of job satisfaction for teachers in League schools and 
non-League schools. 
Hypothesis 21; There is no statistically signifi¬ 
cant relative influence of the moderator variables on 
decision involvement for teachers in League schools. 
Hypothesis 22: There is no statistically signifi¬ 
cant relative influence of the moderator variables on 
decision involvement for teachers in non-League schools. 
Hypothesis 23: There is no statistically signifi¬ 
cant relative influence of the moderator variables on job 
satisfaction for teachers in League schools. 
Hypothesis 24: There is no statistically signifi¬ 
cant relative influence of the moderator variables on job 
satisfaction for teachers in non-League schools. 
Findings 
The answers to Research Questions 1-6 are reflected 
and addressed through Hypotheses 1-24. Findings are sum¬ 
marized by discussion of the independent variable, the 
dependent variable, and the moderator variables. The inde¬ 
pendent variable was decision involvement, the dependent 
variable was teacher job satisfaction, and the moderator 
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variables were (1) age, (2) gender, (3) years of experience, 
and (4) school type. Lastly, the relative influence of the 
moderator variables on decision involvement and teacher job 
satisfaction is summarized. 
In comparing decision involvement and the level of 
job satisfaction for teachers in League schools and non- 
League schools, a t test was used to find the difference 
between two means for Hypotheses 1 and 2. 
For Hypothesis 1, results of the t test indicated a 
significant difference at the .000 level of significance in 
decision involvement between League schools and non-League 
schools, and the hypothesis was therefore rejected. Despite 
this significant difference, however, both groups had little 
involvement in decision making, as was reflected in the 
means of 2.4539 for League schools and 2.1563 for non-League 
schools. This low level of decision involvement concurs 
with research by Gerbino (1991) . In her study on decision 
making and job satisfaction among teachers, she found that 
the majority of the 300 teachers she surveyed did not 
experience real participatory decision making. It should be 
noted, however, that the findings in this study favored 
teachers in League schools (n = 166) as having a slightly 
higher level of involvement in decision making than teachers 
in non-League schools (n = 269). 
In comparing the level of job satisfaction for 
teachers in League schools and non-League schools for 
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Hypothesis 2, results of the t test indicated there was no 
significant difference. The mean for League schools was 
2.6873 and the mean for non-League schools was 2.6474, which 
showed that both groups were fairly satisfied in their jobs. 
These findings concur with a study done by Bennett (1990) . 
He surveyed 473 teachers in twenty-six schools and deter¬ 
mined that they were satisfied with their jobs. 
The analysis of variance (ANOVA) was used to test 
the differences between and within groups for decision 
involvement and job satisfaction in League schools and non- 
League schools for Hypotheses 3 through 6. 
Results of the ANOVA for Hypothesis 3 indicated a 
significant difference at the .0072 level of significance in 
decision involvement in League schools, and the hypothesis 
was therefore rejected. Despite this significant differ¬ 
ence, however, teachers in League schools had little 
involvement in decision making, as was reflected in the mean 
of 2.3431. 
For Hypothesis 4, the ANOVA showed that there was a 
significant difference in decision involvement for teachers 
in non-League schools with an F probability of .0124. Thus, 
the hypothesis was rejected. Despite this significance, 
however, the total mean was 2.1996, indicating little 
involvement in decision making. The findings in Hypotheses 
3 and 4 reflected similar results on low decision involve¬ 
ment by Newmann (1994) . His survey of teachers in fifteen 
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schools revealed that teachers identified time constraints 
and the rigid format of committee meetings as drawbacks in 
being involved in decision making. 
The ANOVA for Hypothesis 5 displayed a significant 
difference in the level of job satisfaction for teachers in 
League schools. The F probability was .0000, which was 
highly significant. Therefore, the hypothesis was rejected. 
The mean was 2.6844, indicating teachers were satisfied in 
their jobs. 
For Hypothesis 6, there was a significant difference 
in the level of job satisfaction for teachers in non-League 
schools. The F probability was .0000, which was highly 
significant. Thus, the hypothesis was rejected. The ANOVA 
yielded a mean of 2.6424, indicating that teachers were 
satisfied in their jobs. The findings for Hypotheses 5 and 
6 again concur with those of Bennett (1990) . 
The analysis of variance was used to test the 
differences between and within groups for decision involve¬ 
ment and job satisfaction and the moderator variables of 
age, gender, years of experience, and school type in League 
schools and non-League schools for Hypotheses 7 through 12. 
Results of the ANOVA for Hypothesis 7 showed that 
there was a significant difference in decision involvement 
for teachers in League schools and non-League schools in 
terms of school type. No differences were found in terms 
of age, gender, and years of experience. The F probability 
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was .0000, which was highly significant. Therefore, the 
hypothesis was rejected. Despite this significance, 
however, the mean was 2.2698, indicating little involvement 
by school type for teachers in the two categories of 
schools. The Scheffe post hoc comparison test indicated 
that elementary schools, with a mean of 2.3829, differed 
significantly from high schools, with a mean of 1.9378. 
This result indicated that teachers in elementary schools 
had slightly more involvement in decision making than middle 
and high school teachers. This finding reinforces research 
studies as reported by Miller (1995) that team structures 
to bring about decision involvement for teachers may work 
better in elementary schools, which are less departmental¬ 
ized than high schools. 
The ANOVA for Hypothesis 8 displayed a significant 
difference in the level of job satisfaction among teachers 
in League schools and non-League schools in terms of age, 
gender, and school type. No difference was found in terms 
of years of experience. The mean for age was 2.6683 with a 
probability of .0052, which was statistically significant 
and indicated teachers were satisfied in their jobs based on 
age. Based on this finding, the hypothesis was rejected. 
The Scheffe post hoc comparison test revealed that teachers 
in the 50-59 age range were the most satisfied group. 
Teachers in the 40-49 age range were the least satisfied. 
Males had a slightly higher mean of 2.8154 than females with 
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a mean of 2.6387. Teachers in elementary schools had a 
higher mean of 2.7231 than middle school teachers with a 
mean of 2.5540 . 
For Hypothesis 9, the ANOVA showed a significant 
difference in decision involvement for teachers in League 
schools in terms of school type. No differences were found 
in terms of age, gender, or years of experience. The F 
probability was .0002, which was highly significant. There¬ 
fore, the hypothesis was rejected. Despite this signifi¬ 
cance, however, the total mean was 2.3431, indicating little 
involvement in decision making. The Scheffe test showed 
that elementary school teachers had a significantly higher 
level of decision involvement with a mean of 2.5217 than 
high school teachers with a mean of 1.9704. Again, this 
finding reinforces research studies as reported by Miller 
(1995) that colleagial paradigms to bring about decision 
involvement for teachers may work better in elementary 
schools, which are less departmentalized than high schools. 
The ANOVA for Hypothesis 10 indicated there was a 
significant difference in decision involvement for teachers 
in non-League schools in terms of school type. No differ¬ 
ences in terms of age, gender, and years of experience were 
found. The probability was .0002, which was highly signifi¬ 
cant. Therefore, the hypothesis was rejected. Despite this 
significance, however, the total mean was 2.1996, which 
indicated little involvement. The Scheffe test identified 
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elementary schools, with a mean of 2.2867, as differing 
significantly from high schools, which had a mean of 1.8880. 
These results indicate that elementary teachers in non- 
League schools had a higher level of involvement as compared 
to high school teachers. These findings again repeat those 
of Miller (1995) , as noted in the results for Hypotheses 7 
and 9. 
Results of the ANOVA for Hypothesis 11 showed that 
there was no significant difference in the level of job 
satisfaction among teachers in League schools in terms of 
age, gender, years of experience, or school type. The means 
for each category indicated teachers were satisfied in their 
jobs. The F probability for age was .0628, and the mean was 
2.6862. The probability for gender was .2257, and the mean 
was 2.6826. The probability was .1470 for years of experi¬ 
ence, and the mean was 2.6892. The probability for school 
type was .2657, and the mean was 2.6844. 
The ANOVA for Hypothesis 12 yielded significant 
differences in the level of job satisfaction among teachers 
in non-League schools in terms of gender and school type. 
No differences were found in terms of age or years of 
experience. The F probability for gender was .0067, which 
was significant. The mean for gender was 2.6492, indicating 
that teachers were satisfied in their jobs. Based on the 
data, male teachers with a mean of 2.9057 displayed a higher 
level of job satisfaction than females with a mean of 
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.26186. The mean for school type was 2.6424, indicating 
satisfaction. The F probability was .0013, which was 
significant. Based on these findings, the hypothesis was 
rejected. The Scheffe test showed that elementary schools 
with a mean of 2.7145 displayed a higher level of job 
satisfaction than high schools with a mean of 2.4623 and 
middle schools with a mean of 2.4624. 
The Pearson product-moment correlation coefficient 
(Pearson r.) was used to determine the relationships between 
decision involvement and job satisfaction for teachers in 
League and non-League schools for Hypotheses 13 through 15. 
The Pearson r. was also used to determine the relationships 
between decision involvement and job satisfaction for 
teachers in terms of age, gender, years of experience, and 
school type for Hypotheses 16 through 18. 
Results of the Pearson r_ for Hypothesis 13 displayed 
a significant relationship between decision involvement and 
job satisfaction for teachers in League schools and non- 
League schools. The correlation coefficient was .3910, and 
the probability of r. was .000 , which was significant. 
Therefore, the hypothesis was rejected. The results 
indicated that teachers in the two categories of schools are 
more satisfied in their jobs if they are involved in 
decision making. These findings concur with studies by 
Porter (1989), who found that teachers who were involved in 
116 
decision making exhibited a higher degree of satisfaction in 
the workplace. 
For Hypothesis 14, the Pearson r. yielded a signifi¬ 
cant relationship between decision involvement and job 
satisfaction for teachers in League schools. The correla¬ 
tion coefficient was .3567 , and the probability of r. was 
.000, which was significant. Thus, the hypothesis was 
rejected. The data showed that teachers in League schools 
are more satisfied in their jobs if they are involved in 
decision making. These findings concur with those of 
Griffin (1990). She found that teachers assigned to shared- 
decision-making schools registered a higher degree of 
satisfaction than teachers in nonshared-decision-making 
schools. 
The data for Hypothesis 15 also yielded a signifi¬ 
cant relationship between decision involvement and job 
satisfaction for teachers in non-League schools. The 
correlation coefficient was .4417, and the probability of r. 
was .000. Therefore, the hypothesis was rejected. The 
findings indicated that teachers in non-League schools are 
more satisfied in their jobs if they are involved in 
decision making. 
For Hypothesis 16, a significant relationship was 
found between decision involvement and job satisfaction for 
teachers in League schools and non-League schools in terms 
of school type. No significant relationships were found in 
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terms of age, gender, or years of experience. The correla¬ 
tion coefficient was -.2453 , with a probability of r. of 
.000. Thus, the hypothesis was rejected. The results 
indicate that teachers in League schools and non-League 
schools are more involved in decision making and are more 
satisfied in their jobs depending on the type of school in 
which they work. 
A significant relationship was found for Hypothesis 
17 between decision involvement and teacher job satisfaction 
in League schools in terms of school type. No significant 
relationships were found in terms of age, gender, or years 
of experience. The correlation coefficient was -.2736, and 
the probability of r. was .000 . Therefore, the hypothesis 
was rejected. The findings show that League teachers are 
more involved in decision making and more satisfied in their 
jobs based on the type of school in which they work. These 
findings again partially reflect those of Griffin (1990) in 
that teachers assigned to shared-decision-making schools 
exhibited a higher level of job satisfaction. 
For Hypothesis 18, a significant relationship was 
found between decision involvement and teacher job satisfac¬ 
tion in non-League schools in terms of school type. No 
significant relationships were found in terms of age, 
gender, or years of experience. The correlation coefficient 
was -.2713, and the probability of r. was .000 . Therefore, 
the hypothesis was rejected. The findings show that 
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non-League teachers are more involved in decision making and 
more satisfied in their jobs based on the type of school in 
which they work. 
The stepwise multiple regression analysis was used 
to find the relative influences of the moderator variables 
for teachers in League schools and non-League schools on 
decision involvement and job satisfaction for Hypotheses 19 
through 24. 
A significant relative influence was found for 
Hypothesis 19 for school type on decision involvement and 
job satisfaction for teachers in League schools and non- 
League schools. No significant relative influences were 
found for age, gender, or years of experience. The results 
of the stepwise multiple regression analysis show the 
additional percentage of variance explained was 4.7780, 
with an F probability of .0000, which was highly signifi¬ 
cant. Thus, the hypothesis was rejected. The findings 
illustrate that school type has the strongest influence 
among the moderator variables on decision involvement and 
job satisfaction for teachers in the two categories of 
schools. 
For Hypothesis 20, significant relative influences 
were found for school type, gender, and age on the level of 
job satisfaction for teachers in League and non-League 
schools. There was no significant relative influence found 
for years of experience. The results of the stepwise 
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multiple regression analysis show that school type had the 
strongest influence on job satisfaction. The additional 
percentage of variance explained was 2.0380 with an F 
probability of .0046. Gender had the next strongest 
influence. The additional percentage of variance explained 
was .02029 with an F probability of .0003. Age was third in 
influence among the moderator variables. The additional 
percentage of variance explained was -.01424 with an F 
probability of .0001. The hypothesis was rejected, as the 
findings illustrate that school type has the strongest 
influence among the moderator variables on job satisfaction 
for teachers in the two categories of schools, while gender 
and age also affected job satisfaction. 
The stepwise multiple regression analysis indi¬ 
cated a significant relative influence of school type for 
Hypothesis 21 on decision involvement for teachers in League 
schools. No significant relative influences were found for 
age, gender, or years of experience. The additional per¬ 
centage of variance explained was 5.9400, with an F prob¬ 
ability of .0006. Thus, the hypothesis was rejected. The 
findings show that school type had the strongest influence 
on decision involvement for teachers in League schools. 
For Hypothesis 22, the stepwise multiple regression 
analysis yielded a significant relative influence of school 
type on decision involvement for teachers in non-League 
schools. No significant relative influences were found for 
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age, gender, or years of experience. The additional per¬ 
centage of variance explained was 6.7010, with an F prob¬ 
ability of .0002. Therefore, the hypothesis was rejected. 
The findings show that school type had the strongest 
influence on decision involvement for teachers in non-League 
schools. 
The stepwise multiple regression analysis for 
Hypothesis 23 showed no significant relative influence of 
the moderator variables on job satisfaction for teachers in 
League schools. Thus, the hypothesis was accepted. 
For Hypothesis 24, the stepwise multiple regression 
analysis yielded significant relative influences of school 
type, gender, and years of experience on job satisfaction 
for teachers in non-League schools. There was no signifi¬ 
cant relative influence found for age. The results of the 
stepwise multiple regression analysis show that school type 
had the strongest influence on job satisfaction. The 
additional percentage of variance explained was 6.2380, 
with an F probability of .0004. Gender had the next 
strongest influence. The additional percentage of variance 
explained was -.04815, with an F probability of .0000. 
Years of experience was third in influence among the 
moderator variables. The additional percentage of variance 
explained was -.01921, with an F probability of .0000. The 
hypothesis was-rejected based on the findings, which 
illustrate that school type has the strongest influence 
121 
among the moderator variables on job satisfaction for 
teachers in non-League schools, followed by gender and years 
of experience. 
Conclusions 
This study revealed that there was little involve¬ 
ment in decision making by teachers in League schools and in 
non-League schools when compared to each other and examined 
separately. This may indicate that teachers are not given 
meaningful opportunities to participate in shared governance 
or, as Newmann (1994) reported, factors of time constraints 
and after-school committee meetings could deter involvement. 
Another reason may be a lack of interest on the part of 
teachers. If teachers could be included in the recruitment, 
interviewing, and hiring of new staff members and in helping 
to decide how to spend the school budget, more involvement 
may be spurred. In addition, if the meeting times for 
school governance matters could be arranged to accommodate 
teachers who have family and other personal responsibil¬ 
ities, more involvement may be realized. 
This study found that there was no difference in the 
level of job satisfaction among teachers in League schools 
and non-League schools when compared to each other and when 
examined separately. Both groups were equally satisfied in 
their jobs. This may indicate that all things being equal 
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with regard to salary, benefits, and working conditions, 
teachers felt relatively pleased with their jobs. 
It is concluded that teacher involvement in decision 
making was positively and significantly related to job 
satisfaction in League schools and non-League schools when 
they were compared to each other and when examined 
separately. This may mean that teachers realized that if 
presented with the opportunity to participate in meaningful 
decision making, they would do so and gain satisfaction as a 
result. 
It was found that school type emerged as a dominant 
factor among the moderator variables in comparing League 
schools and non-League schools. It had the strongest 
relationship and influence on decision involvement and job 
satisfaction. Despite the level of significance, most of 
the involvement in decision making took place on the 
elementary level. In addition, elementary teachers were 
found to be the most satisfied in their jobs as compared to 
middle and high school teachers. This was found to be true 
when comparing League and non-League schools and when 
examining them separately. 
Teachers in the age group 50-59 were found to have 
the highest level of job satisfaction among all other age 
groups for both categories of schools. This may indicate 
that teachers who are closest to retirement are more secure 
and content in their jobs. Males and females were found to 
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be relatively equal in their involvement in decision making, 
and when they are involved it is at a low level. Although 
male and female teachers both indicated satisfaction, male 
teachers showed a slightly higher degree of job satisfaction 
than females when comparing both categories of schools. 
Males may view their jobs as white-collar types and view 
themselves as in a position of authority. 
The moderator variables of school type, gender, and 
age contributed to strongly influence job satisfaction for 
teachers in League schools and non-League schools together. 
School type, gender, and years of experience combined to 
strongly influence job satisfaction for teachers in non- 
League schools. 
Implications 
The results of this study have important impli¬ 
cations for administrators, teachers, and interested 
stakeholders. Concerns about who should be involved in 
decision making will continue to be an important con¬ 
sideration as many school districts are beginning to include 
shared decision making as a mantle piece in their agendas. 
The effect on teacher job satisfaction will remain a real 
and questionable concern as it relates to shared decision 
making. 
One implication that has surfaced as a result of 
this study is that teachers may not be afforded the 
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opportunities to participate in decision making in their 
buildings. Another is that all schools may not be at the 
same level of readiness to engage in decision making. After 
three years of membership in the League of Professional 
Schools, teachers in those schools may have expected more 
involvement in decision making due to the model of gover¬ 
nance it espouses. However, if that is not happening, 
different approaches may need to be tried. 
Many teachers already feel overwhelmed with their 
daily work schedules. The idea of engaging in decision 
making for the school may sound good in theory; however, if 
it infringes on the teacher's personal time, it may not be 
so attractive. Teachers may become more involved if they 
are paid to attend after-school meetings or serve as 
governance council members. This may also add to their 
level of job satisfaction. 
Another implication from this study is that 
elementary teachers are more adaptable to shared decision 
making when and if the opportunity for involvement exists. 
This may be attributable to the nature of elementary school 
teachers' work setting. Elementary schools are generally 
smaller in size, allowing more opportunities for interaction 
among its members. Elementary teachers are accustomed to a 
self-contained setting, which tends to be more detail 
oriented. These factors may support conditions for involve¬ 
ment more than middle and high school teachers' work 
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environments. Notions about restructuring and change would 
more likely be accepted and attempted by elementary school 
teachers. Further, they would tend to be more satisfied 
while doing so. 
The study found that teachers aged 50-59 had the 
highest level of job satisfaction. This implies that they 
may be a resource to use to get younger teachers to buy into 
shared decision making. Because males were found to have a 
higher level of job satisfaction, they may be more open to 
change or attempts to try something new and challenging. 
Recommendations 
The following recommendations are given based on the 
findings of and the conclusions drawn from this research. 
1. Teachers need to be afforded real opportunities 
to participate in decision making, such as the hiring of 
staff, how the budget should be expended, and personnel 
evaluation. 
2. Principals and teachers should jointly devise 
conditions that accommodate those involved in school 
governance matters. One example is allowing release time 
for teachers to meet during the school day. Another is 
having after-school or Saturday meetings and compensating 
teachers for their time. 
126 
3. Elementary school teachers should be given 
leadership roles in the implementation of models for shared 
decision making. 
4. Senior teachers should be consulted and used 
as resources in bringing about organizational change in 
schools. 
5. Further research should be done on other schools 
in the Atlanta Public Schools and outside of the city on the 
identified variables for this study. 
6. Further study should be done to determine the 
effects of decision involvement and teacher job satisfaction 
on student achievement in Atlanta League schools. 
Summary 
The chapter began by restating the main purpose of 
the study. A synopsis of each chapter was presented to 
bring a perspective to the culmination of the research. The 
major findings of the study were summarized based on six 
research questions which were addressed through discussion 
of twenty-four null hypotheses. The conclusions and 
implications were stated and generated six recommendations 
as a result of the research. 
APPENDIX A 
DECISION INVOLVEMENT ANALYSIS INSTRUMENT 
The purpose of this research is to determine teacher involvement in the decision¬ 
making process and teacher job satisfaction in schools. 




Studies of the Organization of the School 
James M Lipham 
Faculty Associate 
WISCONSIN RESEARCH AND DEVELOPMENT CENTER 
FOR INDIMTR AI ITED SCHOOLING 
Umvcrnt\ of Waaxisjn-Mjkdisan-School af Education 
1025 Weal Johnson SireeL Madison. Wisconsin 53706 
Part I: Decision Involvement Analysis 
Part II Job Satisfaction Survey 
Part III: Personal Data 
The instrument should take approximately 10 minutes to complete. 
Please 1 READ THE DIRECTIONS on each part of the instrument 
2 ANSWER ALL QUESTIONS in the space provided 
All responses will remain confidential. 
THANK YOU FOR YOUR PARTICIPATION 
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Pan I. Decision Involvement Analysis 
Directions: Please mark the appropriate response for each of the questions below for each of the 26 
decisional issues. 
Question: 
What is your ACTUAL EXTENT of participation in making this decision? 








01 Specifying the learning objectives for each unit of instruction. 01 1 2 3 4 
02 Determining the administrative and organizational structure of 
vour school. 
02 1 2 3 4 
03 Developing procedures for reporting student progress to parents. 03 1 2 3 4 
04 Developing procedures for assessing student achievement in your 
subjects or courses. 
04 1 2 3 4 
05 Developing and implementing disciplinary policies in your school. 05 1 2 3 4 
06 Developing in-service programs for teachers in your school. 06 1 2 3 4 
07 Assigning students to instructional groups within your team, 
department, or grade. 
07 1 2 3 4 
08 Planning the student advisorv/mentoring program. 08 1 2 3 4 
09 Preparing the instructional budget for your school, department, 
instructional team or grade. 
09 1 2 3 4 
10 Resolving problems or issues in school-community relations. 10 1 2 3 4 
1 1 Setting and revising the goals of your school. 11 1 2 3 4 
12 Planning student record-keeping procedures and practices. 12 1 O 3 4 
13 Selecting textbooks and other instructional materials. 13 1 2 3 4 
14 Determining materials and equipment needs for departments, 
teams or grades 
14 1 2 3 4 
15 Determining grading procedures for evaluating progress of your 
students 
15 1 2 3 4 
16 Selecting department chairpersons, team leaders, or grade 
chairpersons. 
16 1 2 3 4 
17 Developing procedures for involving parents in school planning 17 1 2 3 4 
18 Evaluating how well your department, team, or grade is operating 18 1 2 3 4 
19 Hiring a new faculty member to teach in your department, 
instructional team, or grade 
19 1 2 3 4 
20 Planning for the construction and use of facilities. 20 1 2 3 4 
21 Resolving faculty grievances which are not interpersonal. 21 1 2 3 4 
22 Developing your leaching schedule. 22 1 2 3 4 
23 Planning, acquisition, acquisition, and use of technology in your 
school. 
23 1 2 3 4 
24 Establishing and developing the safety and security needs of your 
school 
24 1 2 3 4 
25 Developing peer mediation and anti-violence procedures in your 
school. 
25 1 2 3 4 
26 Developing procedures for shared decision making 26 1 2 3 4 
•No Inv. *= No Involvement 
Little Inv. = Little Involvement 
Some Inv. = Some Involvement 
Great Inv. = Great Involvement 
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Part II: lob Satisfaction Survey 
Directions: Please answer the following questions regarding vour 
satisfaction with vour teaching position by marking the most appropriate 
response to each question. 
How satisfied are you with: Vcrv 
Dis.* 
Dis* Sac* Very 
Sat.* 
01 the amount of work done bv other teachers in the school? 1 2 3 4 
02 the number of students for whom you are responsible? 1 2 3 4 
03 your opportunities for growth in your profession? 1 2 3 4 
04 the amount of money you make? 1 2 3 4 
05 the opportunities provided to discuss problems with building 
administrators? 
1 2 3 4 
06 the trust you have in your building administrators? 1 2 3 4 
07 the general reputation of your school? 1 2 3 4 
08 the quality of work of other teachers in vour school? 1 2 3 4 
09 the understanding of your school’s program by parents and the 
community? 
1 2 3 4 
10 vour future in your school district? 1 2 3 4 
1 I the extent to which you are able to meet your students’ affective 
needs?? 
1 2 3 4 
12 the extent to which the community recognizes and appreciates its 
educators? 
I 2 3 4 
13 the quality of your interactions with your students? 1 2 3 4 
14 the opportunities that you have to develop your areas of special 
interest7 
1 2 3 4 
15 the physical facilities of vour school? 1 2 3 4 
16 the professional competence and leadership of our building 
administrator7 
1 2 3 4 
17 the number of subjects for which you must prepare? 1 2 3 4 
18 vour awareness of what is “going on" in your school? 1 2 3 4 
19 the salary schedule in your school district? 1 2 3 4 
20 the arrangement of space and equipment in your school? 1 2 3 4 
21 the extent to which you are able to meet your students’ academic 
needs? 
1 2 3 4 
22 the availability of appropriate instructional materials and 
equipment? 
1 2 3 4 
23 the amount of work you are expected to do? I 2 3 4 
24 the fringe benefits in your school district? 1 2 3 4 
25 the personal and soda! relationships you have with other 
teacners? 
1 2 3 4 
26 the community’s involvement in your school program? 1 2 3 4 
27 the goals and objectives emphasized by vour school? 1 2 3 4 
'Very Dis. * Ven' Dissatisfied 
Dis. * Dissatisfied 
Sat. * Satisfied 
Very Sat. * Very Satisfied 
PERSONAL DATA 
What is your sex? 
□Male 
□Female 





□60 or over 






□26 or more 
Number of years at vour present 
job? 
□0-3 Q4-6 37-9 □lOormore 












FACE VALIDITY UPDATE CERTIFICATION OF THE 
DECISION INVOLVEMENT ANALYSIS 
January 19,1997 
John S. Blackshear, Ph.D. 
Committee Chairperson 
Department of Educational Leadership 
Clark Atlanta University 
James P. Brawley Drive at Fair Street 
On this date the below named persons agreed to meet for the purpose of 
assisting me in conducting a face validity exercise on the Decision Involvement 
Analysis (DIA). The instrument was developed by James M. Lipham in 1981. The 
face validity exercise of the instrument was performed to determine the 
appropriateness, meaningfulness, and usefulness of the inferences on decision¬ 
making in 1997. All individuals named are currently teachers in the Atlanta Public 
School District. The recommended changes that were made are noted on the 
modified version of the DLA, which is attached with the original version of the 
instrument. 
Name Signature Date 
Ms. Dollie Adams 
Ms. Deborah Inniss 
Ms. Daphne Kenniebrew 
Ms. Patricia White 
Respectfully Submitted, 




DECISION INVOLVEMENT ANALYSIS 
Items 1,2,3,4,6,7,10,11,13,16,17,18,19,20 and 24, were deemed appropriate by the 
panel of teachers who participated in the face validity update. Items 12 and 23 
were eliminated. Items 5,8,9,14,15, and 22 were modified. Three new items were 
recommended and are listed below as items 25,26, and 27. 
Modified Items 
Item 5 - Developing and implementing disciplinary policies in your school. 
Item 8 - Planning the student advisory/mentoring program. 
Item 9 - Preparing the instructional budget foT your school, department, 
instructional team or grade. 
Item 14 - Selecting textbooks, instructional materials and other instructional 
programs. 
Item 15 - Determining materials and equipment needs for departments, teams or 
grades. 
Item 22- Resolving faculty grievances which are not interpersonal. 
APPENDIX C 
LETTER REQUESTING PERMISSION TO USE THE 
DECISION INVOLVEMENT ANALYSIS 
November 3, 1996 
265 Promenade Way 
Atlanta, Georgia 30331 
Fax: (404) 622-2561 
E-mail: LCEZ02A (S Prodigy.Com. 
Wisconsin Research and Development Center 
for Individualized Schooling 
School of Education 
The University of Wisconsin 
1025 West Johnson Street 
Madison, Wisconsin 53706 
To WTiom It Mav Concern: 
The purpose of mv letter is to seek permission to use the Decision Involvement 
Analvsis Instrument, developed by James L. Lipham at vour institution. Based on mv 
research, the instrument was produced in 1981. 
I am currently a doctoral student at the Clark Atlanta University School of 
Education, Atlanta, Georgia. My dissertation topic is concerned with teacher 
involvement in decision making and job satisfaction in schools. In mv search for an 
instrument to measure mv variables, 1 find the Decision Involvement Analysis to be 
ideal. I, therefore, request permission to use the instrument in my study. I wish to 
conduct mv survevs of teachers in approximately twenty-five Atlanta schools in late 
November. 
I await a reply at your earliest convenience. 
Sincerely, 
Wayne S. Jack 
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APPENDIX D 
LETTER GRANTING PERMISSION TO USE THE 
DECISION INVOLVEMENT ANALYSIS 
Wisconsin Conter for Education Research 
School of Education • University of Wisconsin-Madison (608) 265-4200 
1025 West Johnson Street • Madison, Wisconsin 53706 FAX (608) 263-6448 
November 14, 1996 
Mr. Wayne S. Jack 
265 Promenade Way 
Atlanta. GA 30331 
Dear Mr. Jack: 
James Lipham developed his Decision Involvement Analysis questionnaire with federal funding 
to the research and development center at a time when no copyright was claimed. 
We would appreciate vour acknowledging his work, of course. “Questionnaire based on (OR 
from) the work of James M. Lipham, Wisconsin Center for Education Research, University of 
Wisconsin-Madison.” Also, we would appreciate receiving a copy of the abstract of your 
dissertation. 
Best wishes for your dissertation work. 
Sincerely, 
'y?!. 





LETTER OF GOOD STANDING 
CLARK ATLANTA UNIVERSITY 
December 11, 1996 
To Whom It May Concern: 
Please be advised that Mr. Wayne S. Jack is a student in good standing in the Educational 
Leadership Department. Mr. Jack has successfully presented his proposal entitled “The 
Relationship Between Decision-Making Processes and Teachers’ Job Satisfaction in the 
Atlanta League of Professional Schools and Selected Non-League Schools”. He is now 
ready to begin obtaining data for his survey. Your cooperation in assisting him in 
obtaining correct data is greatly appreciated. 
If further information is needed, please feel free to call me at (404) 880-6016. 




JAMES P. BRAWLEY DRIVE AT FAIR STREET, SW • ATLANTA. GEORGIA 3OJM • (404) SSCLSOOC 
APPENDIX F 
LETTER TO PRINCIPALS REQUESTING PERMISSION 
TO SURVEY TEACHERS 
January 28, 1997 
Dear Colleague: 
I am in the process of completing my doctoral dissertation. 
My study is entitled "The Relationship Between Decision- 
Making Styles and Teachers' Job Satisfaction in the Atlanta 
League of Professional Schools and Selected Non-League 
Schools." 
I have been granted approval by the Department of Research 
and Evaluation to survey the teachers in your school. I am 
asking your assistance in passing out the surveys on one of 
the planning days for them to complete. After collecting 
the surveys, please drop them in the school mail in the same 
envelope addressed to me, or call 624-2034 for pick up. 
If you are interested in my findings, please let me know. I 
will be happy to share them with you. Thanks for your help. 
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